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1INTRODUCTION
The daily life of man is composed of things the meanings of which
are often hidden in the mystery of their familiarity. Work is
one of these.
We have learned to view work as the way in which man defines for
himself who he is and what he shall do with his life. The dif=
ficulty is, however, that man must increasingly do this in a
society that has among its primary purposes, the efficient pro=
duction of goods and services, rather than the celebration of
human dignity (Green in Warnath, 1975).
Furthermore, the society in which we live places a high premium
on work. This is clearly visible in the conditioning of the
young to the idea of "earning one's living". In other words,
they grow up expecting (and expected) to have a job which will
provide them with a recognised place in the community (Cohen,
1953). This latter aspect of work is perhaps as important to
the individual as any other, including financial security, for
to have a job confers status and self-respect. It also provides
a standard by which to judge and to be judged by others. For
example "what is his job?" or "what do you do?" are regarded as
normal questions surrounding introductions, to which the expect=
ed reply is a specific occupation (Cohen, 1953; Hughes, 1958
and Karsh, 1959).
Due to the fact that work is not merely an isolated part of our.
lives, but an integral part of our whole existence (Scott, 1970),
it has always played a significant role in the way in which
people identify themselves and are identified by others (Berger,
no date).
Jaques (1970) stresses this integral relationship as being one
of the several important areas of life. This importance he
qualifies by stating two main reasons, ,namely: through work
we provide ourselves with our primitive requirements (food and
shelter) - in other words it is a matter of existence - while
Stellenbosch University http://scholar.sun.ac.za
2the second reason (which links with the first) refers to the
testing in reality of our ideas regarding our personal capa=
city. The latter process provides social and economic status.
Apart from the status a job or occupa~ion confers, it also poses
many proble~s to the individual. Perhaps of the more important
problems are occupational choice and job satisfaction. Accord=
ing to Tuckrnan (1968) these two problems are inseparable, for
in an attempt to predict occupational choice, one is in effect
trying to identify the occupation in which a person will obtain
satisfaction or is likely to be satisfied. In order to facili=
tate this choice, it would thus be desirable to discover some
effective way of predicting the occupation(s) in which a person
is likely to obtain satisfaction. By implication the prediction
of eventual job satisfaction is required.
Lawler (1974) emphasizes the above mentioned statement when he
says that organizations must realise the importance of treating
individ~alsdifferently. Furthermore, they should be placed in
-environments and work situations which suit their unique
needs, skills and abilities. However, organisations become
increasingly more complex as soon as people are treated as in=
dividuals.
The prediction of job satisfaction has become more and more im=
portant, not because satisfaction causes employees to work har=
der (it actually has a very low relationship to performance),
but because of its side effects. For instance, satisfied employ=
ees would less likely be absent, less late and less likely to quit.
These are costly phenomena to any organization (Lawler, 1974).
Management's special interest in th~s phenomenon is thus not
only because of its intrinsic importance, but because of its
significant managerial consequences. In fact, most of the in=
terest in job satisfaction has been the result of management's
desire to achieve greater employee efficiency on the job.
In spite of management's approach, Lawler (1974) feels that one.
of the main reasons why job discontent occurs, is because two
practices are noticeably missing in selection programmes of
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3most organizations. Firstly, most selection programmes ignore
the issue of whether the individual will or will not be satis="
fied in the job. This results in unsatisfying job placement
and high turnover. This sternsfrom the fact that ability assess=
ment is emphasized above anything else. The second conspicuous
omission in most selection programmes is that of information
designed to help the job applicant decide whether he can do the
job and will it be satisfying." Therefore the applicant does not
have a clear picture of what his job entails. He thus starts
work with unrealistic expectations and is often quickly disillu=
sioned. The result is rapid and costly turnover.
Having pointed out the missing practices and the consequences
of each, the following question arises. What kind of informa=
tion should applicants receive?
Again Lawler (1974) suggests that applicants should be furnish=
ed with:
the results of job satisfaction surveys (within the organi=
zation)
employee descriptions of prospective supervisors
data on turnover and grievance problems, and
feed back on the results of psychological tests.'
The argument underlying this viewpoint is that, given accurate
information, applicants are able to determine with some preci=
sion whether particular job situations will fit their needs and
abilities (Lawler, 1974). Variables thus brought into consi=
deration are the individual's needs, his abilities and informa=
tion regarding the work itself.
Studies and surveys on job satisfaction and all its facets are
numerous. Most professional publications today contain at
least one article dealing with motivation, job performance, pro=
ductivity, job satisfaction and/or a combination of these
(Scanlan, 1976). Many articles cite aqd describe numerous re=
search studies which support or repute a particular point of
view. There is no doubt that these articles are valuable addi=
tions to the literature, but unfortunately they often have a
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confusing effect on the reader.
The purpose of this study is not to go into detail with regard
to the various facets of job satisfaction and its components,
but to concentrate on the prediction of job satisfaction within
the framework of the Theory of Work Adjustment.
This teoretical framework was developed by researchers at the
Industrial Relations Center at the University of Minnesota,
Minneapolis, U.S.A. It presents a model relating individuals
and work, in which the work environment is described in terms
that parallel work-personality dimensions (Dawis and Lofquist,
1976).
The major sets of variables used in this theory are abilities and
needs (to describe the work personality), whilst ability requi=
rements and reinforcer systems (need satisfying conditions) de=
scribe the work environment. The concept of work adjustment
refers to the continuous and dynamic process by which the indi=
vidual seeks to achieve and maintain correspondence with his/her
work environment (Dawis and Lofquist, 1975) .
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5CHAPTER 1
WORK AND MAN
Before an attempt is made to relate the individual to the work
environment, it is necessary to have a closer look at work it=
self. In order to accomplish this, work is firstly viewed in
historical perspective and then seen in terms of what it holds
for the future. The moderating role of work (and by implica=
tion the work environment) comes clearly to the fore in the mean=
ing(s) the individual attaches to it.
1.1 WORK IN HISTORICAL PERSPECTIVE
Although much has been written on the history of the meaning of
work (Bass and Barrett, 1972; Best, 1973; Borow, 1964; Braude,
1975; Cohen, 1953; Gilbert, 1973; Lofquist and Dawis, 1969;
Macarov, 1970; Morrison, 1972), Alan Fox (1971), nevertheless
concludes that no adequate history has yet been written. He,
however, views Adriano Tilgher's study (1930) as an excellent
illustration of how meanings have shifted along with changes
in the social order.
1.1.1 The Greeks
To the ancient Greeks, in whose society mechanical labour
was done by slaves, work was nothing but a curse, a pu=
nishment and a necessary material evil (Wright Mills in
Best, 1973; Lofquist and Dawis, 1969). Their name for
it - ponos - was coloured with the sense of a heavy bur=
dersome task.
To them work symbolized the limitations imposed on man.
This was in contradiction to the relative ease of the
eternal gods of the Hellenic partheon. In the Greek
view, virtue - that is, prudence, morality and wisdom -
was of cardinal importance and ~irectly proportional to
the amount of leisure available to the person. He who
had to work, could not acquire virtue (Braude, 1975;
Wolfbein, 1971).
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6According to Homer mankind was hated by the gods and
was thus condemned to labour out of spite. Although
most Greek philosophers thought agriculture to be to=
lerable for man, because it could bring livelihood and
independence, they strongly disapproved of the mechani=
cal arts because of its degrading effect on the mind.
In general, the Greeks, like the Romans to follow, saw
work as a painful, humiliating necessity (Wilensky in
Becker, 1966).
1.1.2 The Hebrews:
The Hebrews also looked upon work as "painful drudgery",
to which they added that it was man's condemnation for
sin. They felt that man was obliged to work in order to
expiate the original sin committed by his forefathers
in the earthly Paradise. Although work was considered
a "hard necessity", man could in this way atone for the
sin of his ancestors and so regain his own lost spiritual
dignity (Nosow and Form, 1962).
The Hebrew and Greek themes, together with Roman thoughts
on the subject, were eventually woven into a Christian
conception, which dominated the European world of the
Middle Ages (Braude, 1975).
1.1.3 Primitive Christianity:
For primitive Christianity, work had no intrinsic value
or importance but could be of use in promoting a healthy
body and soul, thereby making possible the virtue of
charity and also guarding against "evil thoughts and
habits" (Fox, 1971).
Similar to the Hebrew view, work was regarded as a punish=
ment, imposed by God, because of man's original sin. But
to this view they added a humanitarian element, namely,
the sharing of one's good fortune with those in need
(Wilensky in Becker, 1966; Nosow and Form, 1962; Wright
Mills in Best, 1973).
I •
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71.1.4 Early Catholicism:
Early Catholicism added a new value to work - a kind of
spiritual dignity. Pure passive contemplation was the
"work" most honoured by early Catholicism, namely, a
meditating of the world to come. Related to this was
the increased tolerance for intellectual activities, such
as reading and the copying of manuscripts (Wilensky in
Becker, 1966).
During the period between the eleventh and fourteenth
centuries, Catholicism began to grant a larger place
(and thus status) to labour. This gradual shift in view
more or less coincides with the view of the Catholic
Church of today, whereby work is regarded as a natural
right and duty, forming the legitimate base of society,
as well as the foundation of property and profit (ca=
pitalism). It, nevertheless, will always remain a means
to a higher spiritual end (Wilensky in Becker, 1966;
Nosow and Form, 1962).
As the centuries passed, the view of the Catholic Church
accordingly shifted. This shift was to a great extent
influenced by the economic practice of the industrial
and commercial Italian republics. Idleness and extra=
vagance were condemned while activity and industry
were praised.
Along these lines the Catholic theory of work continued
during the centuries to follow. The end of the nine=
teenth century and the beginning of the twentieth, saw
the orthodox movement, known as Christian Democracy or
Christian Socialism, proclaiming labour as the founda=
tion of all human progress and work to be a duty imposed
both by divine and human laws (Nosow and Form, 1962).
1.1.5 Protestantism:
Similar to the transformative effect it had on the Chris=
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8tian view (with regard to religion), Protestantism also trans=
formed the Christian orientation towards work. Gilbert (1973)
describes this as a "momentous change" in the Western view of
work ard attributes it to the Protestantism reformers, of whom
Luther, Calvin and Zwingli were the most important.
Protestantism was the force that established work in the modern
mind as the "base and key of life". The well-known Martin Luther
said that work is natural to fallen man, but he also added that
all who can work, should do so (Parker, 1971; Wright Mills in
Best, 1973).
The so called Protestant Ethic - the phrase often used to refer
to any work ideology which dignifies work - tried to enrich
work with religious dignity, by defining it as a "vocation"
or a "calling". According to this view, each person is to serve
God best by doing that which he/she is trained for, to the best
of his/her ability, regardless of earthly rewards (Lofquist
and Dawis, 1969; Macarov, 1970).
Luther played an important role in the abolishing of distinc=
tions between "religious" work and all other forms of work. To
him, the farmer was just as much carrying out God's will as was
the monk. For the first time in history work became a universal
basis for living, a basis enriched by religious dignity (Borow,
1 964) •
John Calvin was the author of the next step in the development
of the modern concept of work. He expanded on the ideas of
Protestantism, by adding his idea of "predestination". Accord=
ing to this view only a small part of mankind is to know ever=
lasting life. In addition, idleness and luxury are deadly sins.
Calvin further believed that all men, be it the rich or the poor,
must work, because it is the will of God. But it is not God's
will that one should lust after the fruits of one's own labour
(Wright Mills in Best, 1973; Cohen, 1953; Macarov, 1970;
Parker, 1971).
For Calvin, the work required of man by God included profit-making
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9work, provided the profits were not kept, but were re-invested
in order to provide more work. An extention to this view was
that one would move from class to class, move anywhere and into
new vocations, with the reservation that it should lead to more
profit, which could then be used in the advancement of the king=
dom of God. The value attached to hard work, the need for all
men to work, the justification of profit-makin~- all contributed
towards the foundation of modern industrialism and capitalism
(Borow, 1964) •
It is generally believed by historians that the ideas of the
Protestant reformers influenced the development of capitalism.
This is also the view of Max Weber in his work The Protestant
Ethic and the Spirit of Capitalism.
Weber observed that the rise of Protestantism and capitalism co-
incided in England and several other European countries. Weber
thought the working Protestant girls to be more hard working
than their Catholic sisters and also that the former were more
thrifty where money was concerned. Accordingly Protestant en=
trepreneurs did better than the Catholic ones. Weber's expla=
nation for this tendency was that certain Protestant ideas en=
couraged capitalistic activities (Argyle, 1974; Scott, 1970).
Referring to the shift in attitude that had taken place, Wilen=
sky (in Becker, 1966) points out that since the Greeks have ex=
pressed their scorn for toil and drudgery the doctrines have
shifted .to such an extent that by the nineteenth century it had
almost become a secular religion.
During the twentieth century a gradual waning in the importance
of work took place as a result of technological advances. On
the other hand, however, there was an increased interest in the
"worker" - the humanistic side being accentuated. The latter
resulted in intensified research into the behavioral sciences.
1.2 THE MEANING OF WORK TO THE INDIVIDUAL
Dramatic social and technological changes have altered .the struc=
ture and style of work and, to some extent, its meanings. It
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would, however, be a mistake to conclude that such changes or
transformations have diluted the significance of work for the
individual and for the social order (Borow, 1964).
The meaning of work and the motives which induce people to work
have undergone considerable change over the centuries, thereby
becoming more complex. The exception to the rule might be the
economically underdeveloped societies, where work may be motiva=
ted by nothing else than the need for basic survival. Bass and
Barrett (1972) regard these motives as extremely important,
especially in our era, where the options concerning the amount
and type of work are the greatest in history.
Most of us are so busy and trapped in our daily activities, that
we tend to take our work for granted. We work every day and week
after week without thinking seriously about work as such (Thomp=
son, 1963). Anderson (1964) shares this view when he says that
few men concern themselves with the whys and wherefores of work -
there is no reason why they should. That is the task of the
philosophers who write about work and the workers.
Vroom (1964) states that people are more likely to wonder about
issues such as why people do mountaineering, drive sports cars
or commit suicide, than to question ~he motivational basis of
the decision to work (thus implying that work must have a mean=
ing to the individual).
In any primitive society the meaning of work is seldom analysed.
Instead, it is simply thought of as "fatiguell and "drudgery".
Work in such a society is taken for granted, survival being the
only aim. Asking people in such a society why they work, is,
according to Wrenn (in Nosow and Form, 1962), like asking them
why they stay alive.
.-- ----- -----..
But what is the meaning of work in~ode~~~ Thompson
(1963) says that work forms such an important part of our lives,
that it would be profitable to introspect a little about what
work means to us, the satisfactions and dissatisfactions which
result from our daily jobs, what life without regular work would
be like and so forth.
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Thompson suggests we ask ourselves questions like:
do I look back upon the past week's work with a feeling of
accomplishment, of having done worthwhile tasks well, of
having made a contribution to society?
OR
am I relieved that another week has finally passed - a week
of drudgery, a week of meaningless duties engaged in grudg=
ing~y, of activity continued only through force of willpower,
or fear of consequences if neglected?
what does my job mean to me beyond the pay I get for it?
why do I (and millions of othe~s) spend nearly half my waking
hours on my job?
Depending on various variables, such as the structure and doc=
trine of the society in which the individual functions (Thompson,
1963), different answers will be given to these questions.
Best (1973) and Bryant (1972) circumscribe the various variables,
by referring to aspects such as:
one's standard of living
lifestyle
political ideology
value-system
choice of friends and spouse
mode of child rearing.
To this list Anderson and Bodden (in Cull and Hardy, 1973) add
the influence of urbanization, industrialization and, during re=
c~nt times, automation.
Not only will these variables determine the way in which Thomp=
son's (1"963)questions will be answered, but are they also in
themselves, to a certain extent, the result of one's work special=
ity.
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Social critics have often referred to modern work as having no
meaning (Guion and Landy, 1972), thereby resulting in worker
apathy. But has this stage been reached? If so, then what is
the cause? What causes work to become meaningless? Questions
like these can be asked ad infinitum and once again various
answers will be given by different people, even by the same
individual at different times.
Reviewing literature on the topic, perhaps the best summary re=
garding the function of work, is offered by Friedman and Havig=
hurst (1954). They view work as having five basic functions,
namely:
providing income or economic return
regulating the worker's pattern of life-activity
identification of the person in his group - the job being a
description or tag
fixing of patterns of association - worker must relate in
some fashion to the other members of his group
offering the worker a set of meaningful life-experiences.
These five functions are general characteristics of work and
are to be found in any situation defined by society as a "job"
(or any other preferable term).."F.-riedman and Havighurst, how=
ever, point out that although any specific work has this same
set of functions for all workers, it does not necessarily have
the same meaning for all individuals.
1.3 THE FUTURE OF WORK
What conclusions, if any, can be drawn from the vast and still
growing amount of data about man in relation to his work? What
implications are there for the future?
Prediction is at best, a risk in a rapidly changing world. There
are countless determining factors, extraneous variables, many
of which are still undefined. This is furtheb complicated by
the scope covered by the future of work, which is almost as wide
as the future of humanity itself (Best, 1973).
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One obvious conclusion which can be inferred, is that work as
such has been an integral part of man's existence and a primary
source of motivation. There is little reason to believe that
it will become less important as a life motivation in the very
near future (Thompson, 1963).
Patti Maurer (1971), when presenting a paper at a symposium on
"The Skill Continuum from Play to Work" at the Walter E. Fernald
State School in Boston, U.S.A., said that work will probably con=
tinue to be an important part of adulthood, perhaps with less
time spent on it and with consequent emphasis on leisure. Added
to this, may be the tendency for work to become more satisfying,
although it might then accentuate the gap existing between those
jobs which are intrinsically rewarding and those which are not.
It is important to remember that in the future the effects of
work activities upon our lives will be as important as they are
today. Added to this will be the dynamics of change. Tomorrow's
work will be different and it will constantly change. It will
not only determine the routine and goals of our lives, but it
will also increasingly alter these routines and goals (Best,
1973) •
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CHAPTER 2
THE INDIVIDUAL AND THE WORK ENVIRONMENT
The foregoing chapter affo~ded a brief insight into what work
entails. This chapter deals with- social problems that arise from
work, the need for a psychology of work and the interaction
between the individual and his work environment.
In the latter case an effort will pe made to describe the in=
dividual and his environment in relatable terms, thereby link=
ing it to a theory of work adjustment, which will be discussed
in a subsequent chap~er.
2.1 SOCIAL PROBLEM AREAS
Many of the social problems we currently experience are inti=
mately bound up and woven into work (Lofquist and Dawis, 1969).
These social problems are clearly visible in broad problem
areas, such as unemployment, automation, retirement, disability
and poverty. These problem areas, which are of both national
.) and individual concern, manifest themselves, in the case of
the individual, the family and the employer, in the form of
difficulties with vocational choice, selection and placement,
employee morale, boredom and monotany, turnover, and so forth.
It is with these problem areas in mind, that Lofquist and
Dawis (1969) stress the development of a psychology of work.
To th~m, the many problems which surround work (including mat=
ters such as vocational choice, job finding and work adjust=
ment) call for a systematic study of and approach to human
behaviour, as it relates to work.
What is needed, is the provision of adequate aids for the p~~c=
tice of vocational counselling. A prerequisite to the prece=
ding is a more detailed description of -the individual in work-
relevant terms. This requires a more complete description of
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occupations and in terms which relate to the individual and
his work-relevant problems. Also needed, is a systematic
method of relating the characteristics of individuals to in=
formation regarding occupations - a view shared by Tuckrnan
(1968).
According to Lofquist and Dawis (1969) such a psychology of
work also requires investigation of psychological principles
as they function in worker behaviour, as well as the applica=
tion of psychological concepts in order to understand the na=
ture of work problems and the eventual solution thereof.
Also necessary, is a theoretical framework enabling one to
conceptualize the development of the individual as a person
ready for work and as a working person, as well as the indi=
vidual's adjustment to work and the effects of having chosen
certain occupations.
With these factors in mind, Lofquist and Dawis and their col=
leaque, England, set to work, formulating a theory of work
adjustment, whereby they hoped to make a contribution to a
psychology of work.
Before viewing the interaction between the individual and his
work environment and the description of the latter in work-
relevant terms, a very brief summary of the principles of the
Theory of Work Adjustment will be given (detailed description
to follow in subsequent chapter). This is done in order to
facilitate the understanding of the above mentioned in the
context of the theory.
2.2 BRIEF SUMMARY OF THEORY
The Theory of Work Adjustment (Dawis, England and Lofquist,
1964; Dawis, Lofquist and Weiss, 1968) provides a model for'
conceptualizing work adjustment as a continuous process, by
which t;~e individual, and his work environment meet each
others' requirements. The model focuses on the description
of (refer to figure 2.1):
the indiv~dual's work personality in terms of abilities,
vocational needs and personality style dimensions;
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and, work environments in terms of ability requirements,
need-satisfying conditions (work reinforcers) and environ=
mental style dimensions (LofqUist and Dawis, 1975).
This theory ~ses the correspondence (or lack of it) between
the work personality and the work environment as the princi=
pal reason or explanation for observed work adjustment out=
comes (satisfaction, satisfactoriness and tenure - terminology
to be explained; also refer to glossary). The ~heory further
states that vocational abilities and vocational needs are the
significant aspects of the work personality, while ability re=
quirements and reinforcer systems are the significant aspects
of the work environment. And finally, work adjustment is pre=
dieted by matching an individual's work personality with the
work __env.ir~nment (Weiss, Dawis, England and Lofquist, 1967).
Referring to figure 2.1, it can be seen that, depending on the
'degree of correspondence (either high or low) between the abi=
lities of the individual and the ability requirements of the
work environment, the individual may, for example, be'promoted
li~ he/she is found to be satisfactory.
;
'Similarly, the individual will either quit or remain in the
work environment, depending on the degree of satisfaction (and
thus correspondence) stemming from the match between the in=
dividual's needs and the reinforcer system of the work environ=
mente
2.3 INDIVIDUAL-ENVIRONMENT INTERACTION
The importance of congruence between man and his environment is
one of the most important themes in current psychological re=
search (Betz, 1968).
For decades psychologists have believed that behaviour is de=
termined by the interaction of the individual and his envi=
ronment. However, till recently psychologists were more con=
c~rned with individual difference variables than they had
been with environmental variables (Argyris in Domm, Blakeney,
Matteson and Scofield, 1973; Downey, Hellriegel and Slocum,
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1975; Warren, 1970).
Schaffer (1953), who made a study of job satisfaction as re=
lated to need satisfaction, mentions that early research by
psychologists and researchers of other disciplines was directed
at determining relationships between various psychophysical
and physical characteristics and productivity. Typical vari=
abIes selected for investigation were aspects such as noise,
light, fatigue, hours of work, etc. Schaffer views this early
research as taking a natural course, since much of the impe=
tus at that time was provided by the scientific management
movement, the latter being associated with men like Taylor
and Gilbreth.
However, the Hawthorne studies, which began in 1926, shifted
the emphasis from the physical to the emotional aspects of
worker behaviour. Following these studies, social scientists
in the 1930s set their minds to understanding the human fac=
tors operating in the work environment, especially those re=
lated to worker adjustment and job satisfaction.
Rush (in Dornrnet al., 1973) is uncertain as to whether this
shift in approach to the worker was out of altruistic concern
or due to other variables. He mentions that many social pres=
sures, for example, the rise and power of organized labour,
the employers' obligation under workmen's compensation laws
and the ever-increasing industrial competition, may have had
an influence in "forcing" this shift, whereby companies took
a closer look at their relationships with workers.
Rush concludes that apart from outside pressures and influences,
management gradually began to realize that in a competititve
free-enterprise economy, its only permanent advantage lay in
its human resources. This growing realization by management
resulted in intensified inquiries into the hows and whys of
human behaviour.
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Viteles (in Desmond and Weiss, 1973) was one of the earliest
contributors to empirical research in the field of vocational
psychology. His work on the development of the job psycho=
graph prov~ded the foundation for a conceptual man-job match=
I -ing model.
This job psychograph was a graphic profile of the amount (de=
gree) of selected "mental traits", which were considered es=
sential for success in a particular job (Weiss, Dawis, England
and Lofquist, 1965). This matching model resembled the work
done by Parsons (in Lofquist and Dawis, 1969), but was limited
to the description of ability requirements (also refer to
Appendix A).
Frank Parsons (in Tinsley and Weiss, 1974) was actually the
first man to direct the attention of psychologists to the
problems of vocational choice. According to him, successful
vocational choice required a clear understanding of the apti=
tudes, abilities, interests, ambitions, resources and limita=
tions of the worker. In addition, a knowledge of the require=
ments for success, advantages and disadvantages, compensation,
opportunities and prospects of different jobs was also neces=
sary. Thirdly, and most important, a knowledge of the rela=
tionship between the two sets of information was required.
Tinsley and Weiss (1974) further mention that many contemporary
vocational theorists have expanded Parsons' model and postu=
lated a correspondent relationship between characteristics of
the individual and the work environment. Examples are:
Ginzberg, Ginzberg, Axelrad and Herma 1951; Holland, 1966;
'Lofquist and Dawis, 1969; Roe, 1956 and Super, 1957.
The importance of this interaction and the current attention
it enjoys, led to several probing research studies, e.g.:
Coburn, 1975; Downey et al., 1975; Lawler, 1974; Pervin,
1968; Seybolt, 1975; Smart, 1975 and Tuckrnan, 1968. All these
and other related studies stress the i~teraction between the
'individual and his environment, resulting in matching the right
"man with the right job, in order to maximize job satisfaction
and resulting productivity.
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Having viewed the importance of individual-environment inter=
action, the individual and his environment will now be dis=
cussed in ,relatable terms, within the context of the Theory
of Work Adjustment. T:lereby the interaction between the two
variables will be made more explicit.
2.4 THE WORK PERSONALITY
Since the 'discovery of man' in the eighteenth century, human
science has been increasingly concerned with helping man
achieve self-fulfillment (Super and Bohn, 1970). With the
latter in mind, there has been increased concern for the de=
velopment and improvement of instruments, for making the
study of individual differences and the understanding of hu=
man behaviour possible.
One view held by psychologists as an approach to the under=
standing of human behaviour, is that the individual is a re=
sponding organism (Lofquist and Dawis, 1969). As such he re=
sponds in a variety of ways to different environmental condi=
tions, i.e., to sets of stimuli or to stimulus conditions.
Furthermore, he may respond differently at different times to
what appears to be similar stimulus conditions. While some
of the responses appear to be reactions to the environment,
others seem to be actions on the environment. This relates
to Pervin's (1968) view that individuals vary in their sen=
sitivity to different stimuli and in the nature of their re=
sponses to these stimuli.
I As a responding organism, the individual is assumed to have a
I \set of response potentials, the upper limits of which, with
respect to range and quality, are presumably determined by
heredity (Dawis, England and Lofquist, 1964). In this view,
fhe individual will respond to stimuli when his response poten=
Itials make responding possible, and when the environment per=
mits and/or s~imulates responding.
According to the Theory of Work Adjustment, the work persona=
lity is described by two sets of dimensions: abilities and
needs (Dawis and Lofquist, 1975; 1976). In addition, the
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theory also states that the responses most frequently utilized
by the individual, become identifiable as a primitive set of
"abilities" (Dawis, England and Lofquist, 1964).
As the individual responds, his responding becomes associated
wit~reinforcers in his envir9nment. These reinforcers (which
will subsequently be discussed in fuller detail) can briefly
be described as "environmental conditions which maintain re=
sponding", that is, they are associated with the continuance
of responding. The reinforcers in the environment which occur
most frequently in the reinforcement of the individual's re=
sponding, become identifiable as a primitive set of "needs"
(Dawis et al., 1964). These primitive sets of abilities and
needs together represent the beginnings of the individual's
work personality (see figure 2.2).
As the individual grows, his sets of abilities and needs also
grow and undergo change. New abilities and new needs may be
added to the existing sets. Some abilities may even be "uti=
11zed" more frequently by the individual than others. Simi=
larly, some reinforcers may occur more frequently in the re=
inforcement of responding than others.
Dawis et ale (1964) further state that certain abilities and
needs grow faster in "strength" than others, where "strength"
refers to the quantification of abilities and needs, meaning
"speed" or "power" in the case of abilities and "reinforce=
ment value" in the case of needs.
The strength of a particular ability, relative to other abili=
ties, will depend on:
the response potential of the individual
previous opportunities for responding, and
the relative reinforcement value(s) of the reinforcer(s)
associated with his responding.
The strength of a particular need, relative to others, will
depend on:
Stellenbosch University http://scholar.sun.ac.za
Fi
gu
re
2.
2
IN
CE
PT
IO
N
.O
F
•.
g.
1.
C
og
ni
tiv
e.
2.
P.
ru
pt
ua
l
3.
M
ot
or
TH
E
WO
RK
PE
RS
ON
AL
IT
Y
•.
'1
.
1.
G
en
.ra
lln
t.l
lig
en
c.
2.
V
er
ba
l
3.
N
um
er
ic
al
4.
Sp
al
ia
l
5.
fo
rm
pe
rc
ep
tio
n
6.
C
le
ric
al
7.
M
ot
or
co
or
di
na
tio
n
8.
fi
n"
.r
d.
xt
er
ity
9.
M
an
ua
l
de
xt
er
ity
n.
Ilr
lh
R
es
po
nd
RE
IN
FO
RC
ER
S
IN TH
E
EN
VI
RO
NM
EN
T
en
d
R
ei
nf
or
ce
m
en
t
•.
g.
1.
A
ch
ie
v
•••
••
nt
2.
A
"e
nt
io
n
3.
A
flo
ct
io
n
n.
RE
IN
FO
RC
ER
S
IN TH
E
EN
VI
RO
NM
fN
T
•.
'1
.
1.
A
bi
lit
y
ut
ili
za
tio
n
2.
"c
hl
ev
em
en
'
3.
A
di
vi
ty
4.
A
ut
ho
rit
y
S.
C
re
at
iv
ity
6.
In
de
pe
nd
en
c.
7.
R
K
og
nh
io
n
8.
Se
cu
rit
y
9.
V
ar
i.t
y
n.
Pr
.-S
ch
aa
l
A
g.
Ad
ap
te
d
fr
om
Lo
fq
ui
st
an
d
Da
wi
s,
19
69
:
p.
51
Stellenbosch University http://scholar.sun.ac.za
23
the frequency with which the reinforcer has been associated
with the individual's responding, and
on the relative strength of the ability with which the re=
inforcer has been primarily associated.
Because of differing social-educational requirements, the indi=
vidual experiences differential utilization of his abilities.
This may result in a set of more specific abilities operating
at different strengths. The same happens in the case of needs
because of the individual's experiences with different social-
educational reinforcer systems.
This differez:1!::h~ti~I!-0f__ability _'::_and need sets over time, re=
suIts from the varying levels of correspondence between the in=
dividual's ability and need patterns and the requirement - rein=
t forcer systems to which the individual is exposed.
These sets of abilities and needs become more specific as the in=
dividual persists in a particular "lifestyle", with its own re=
latively fixed set of requirement - reinforcer conditions.
When this stage is reached successive measurements of ability and
need strength will show no significant change and the individual
can then be described as having a stable work personality. It is
on this stable work personality that the Theory of Work Adjustment
is based (see figure 2.3).
In 1976 an article by Dawis and Lofquist was published, in which
the Theory of Work Adjustment was extended to include a descrip=
tion of the work adjustment process in terms of work personality
style - and work environment style dimensions.
The work personality style dimensions deduced from the theory
~re flexibility, activeness, reactiveness and celerit~. These
dimensions allow a description of the interaction between the
structure of the work personality and that of the work environ=
mep-t. A brief description of each dimension follows.-- ."-
Flexibility of the work personality refers to the amount of
non-correspondence with the work environment the_iJlqiy.idual
will tolerate. Individuals are expected to differ in this
I '
regard, i.e. work personality structures may differ in the
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amount of correspondence they will require of the work envi=
ronment structure to remain in it. For example, the more
flexible individual will tolerate some presence of and inter=
action with other workers, whereas the less flexible person
will do something about the situation in order to achieve
privacy.
Activeness refers to an individual's acting on the work envi=
ronment in order to increase correspondence, whereas reactive=
ness refers to an individual's response to the work environment,
in order to increase correspondence. The latter is achieved
by the changing of the expression or manifestation of the work
personality structure.
Celerity refers to the difference in the speed with which the
individual moves in order to increase correspondence. In this
regard, individuals who typically move fast may be described
as celerious. Celerity can thus be observed in terms of how
quickly or slowly an individual responds (actively or reacti=
vely) to a non-correspondent situation.
Dawis and Lofquist conclude that the inclusion of these dimen=
sions in the Theory of Work Adjustment will make it possible
to view work adjustment as a continuing and dynamic process.
2.5 THE WORK ENVIRONMENT
Traditionally the work environment has been described, from
the employer's point of view, as the setting in which work
behaviour takes place. This description, usually consisting
of components such as: the work to be performed, the job
title, tools and materials to be used and compensation rate,
is based on an economic view of work. In this view the in=
dividual worker is regarded as simply one of the commodities
in production (Lofquist and Dawis, 1969).
Typical approaches to the classification of work environments,
where the job is the basic concept, clearly illustrate the
above mentioned. Excellent examples are the 1939 and 1949
editions of the u.s. Department of Labour's Dictionary of
Occupational Titles (DOT).
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Lofquist and Dawis further state that there are a number of
ways of describing the work environment, each reflecting so=
ciety's way of evaluating occupations. There is, however,
one psychological approach to describing the work environment,
which entails its description in terms of worker traits.
Such a description is based on three premises, namely:
- workers select work environments congenial to their work
personalities
- work environments "select" workers with adequate work
personalities
- it is possible to distinguish among work personalities t~=
.piczally found in different work environments.
This coincides with Pervin's (1968) view that for each indivi=
dual there are environments which more or less match the cha=
racteristics of his personality. Expanding on this view,
Pervin further states that individuals who are congruent with
their environment, may be higher performers and express more
job satisfaction, than those individuals who experience a
lack of fit.
Further mentioned by Pervin (1968) are a number of psycholo=
gists who have called attention to the importance of the en=
vironment in influencing behaviour. One example is Sherif and
Cantril (in Pervin, 1968), who emphasized the importance of
the social environment and criticized psychoanalysis for miss=
ing the continuous relationship between the individual and his
social environment.
Another example is that of Chein (in Pervin, 1968) who in a
similar way as Sherif and Cantril, emphasized the environment
as a limiting and determining factor in the wayan individual
satisfies his motives.
Holland (1973), proposing a theory of vocational choice/perso=
nality, thereby postulating six primary personality types
(realistic, investigative, artistic, social, enterprising and
conventional) and analogous environmental models, defines an
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environment as "the atmosphere created by the people who do=
minate a given environment". Each model environment tends to
reinforce its own characteristic achievement and a person's
relationship to his environment can be assessed accordipg to
the degree of congruence or compatibility.
Murray (in Pervin, 1968) more or less shares the latter view,
when he states that the individual interacts with various en=
vironments according to the degree in which they satisfy or
frustrate his needs. An environment may have a positive or
negative cathexis for the individual or the individual may
have a positive or negative sentiment toward the environment.
Having made a study of emphases in job satisfaction research
done during 1968-1969, Pallone, Hurley and Rickard (1971) came
to the conclusion that among those research studies which re=
flect newer or emerging emphases in job satisfaction research
the studies likely to hold the greatest speculative or prac=
tical interest for vocational counsellors and researchers, are
those which report on occupational reinforcer patterns (ORPs)
or on other aspects of the Theory of Work Adjustment.
Reinforcers (need-satisfying conditions) in the work environ=
ment were referred to under the previous heading, but in order
to understand the meaning and use of occupational reinforcer
patterns, as they relate to individual-environment interaction,
they will be described in fuller detail.
It is an assumption of the Theory of Work Adjustment that cor=
respondence between the individual and his work environment
can be described in terms of the individual fulfilling the re=
quirements of the individual. A further assumption of the
theory is that ability requirements and reinforcer systems
are the significant aspects of the work environment (Lofquist
and Dawis, 1969).
With regard to the ability requirements of the work environ=
ment, Desmond and Weiss (1973) are of the opinion that rela=
tively little has been done in determining the ability re=
quirements of jobs (work environments) and in differentiating
Stellenbosch University http://scholar.sun.ac.za
28
jobs on the basis of patterns of abilities which they require.
However, research has been done in the field of ability mea=
surement and the description of persons in terms of the pat=
terns of their abilities - a view shared by Downey et ale
(1975) and Warren (1970).
Patterns of job_requirements are known as,.o.c:cupationalAptitude
or Ability Patterns (OAPs). The basis for the development of OAPs,
by the United States Employment Service (USES), for use with the
General Aptitude Test Battery (GATB), was laid by the job psycho=
.graph met.hod'.ofViteles (in"Weiss, Dawrs,'England and.Lofquist, 1965).
In using OAPs, the vocational counsellor or any other trained
user compares the individual's scores on three selected GATB
tests (the OAP variables), with OAP cutting scores for each
test. Agreement between the pattern of individual scores and
the OAP leads to a prediction of satisfactoriness in work
performance on jobs for which the OAP applies. The OAP is thus
a description of the ability requirements of the job in psycho=
metric terms.
With regard to reinforcer systems, Weiss et ale (1965) note that
few attempts have been made to describe the work environment
with respect to a set of reinforcement dimensions, by which wor=
kers may also be described. However research within the context
of the Theory of Work Adjustment led to the identification of
several reinforcers, the various reinforcers within a specific
work environment forming a reinforcer system. A graphic profile
of the reinforcer system is known as an Occupational Reinforcer
Pattern (ORP) (refer to graphic profile in Appendix C).
Quite a large body of ORP data is currently available (for 148
occupations) regarding hypothesized reinforcers in occupations.
This enables counsellors to help individuals identify those
occupations in which they are likely to be (have high probabi=
lity) most satisfied (Tinsley and Weiss, 1974).
A detailed description of ORPs and its vocational use may be found
in Appendix C, under the description of the Minnesota Job De=
scription Questionnaire.
***
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CHAPTER 3
A THEORY OF WORK ADJUSTMENT
In this chapter a detailed description of work adjustment re=
search and the Theory of Work Adjustment will be given, there=
by linking it to the previous chapter - utilization of indi=
vidual and environmental variables. Resulting from the for=
mal theory the hypotheses for this study will be stated.
3.1 BACKGROUND TO WORK ADJUSTMENT RESEARCH
The Theory of Work Adjustment, as formulated by Dawis, England
and Lofquist (1964) and Dawis, Lofquist and Weiss (1968), re=
suIted from several years of study and research activity in
the field of work adjustment outcomes, undertaken by the Work
Adjustment Project (WAP) in the Industrial Relations Center
at the University of Minnesota, Mtnneapolis, Minnesota, U.S.A.
(Weiss in Zytowski, 1973).
The WAP derives from Viteles's early research (1932 - already
referred to) in vocational psychology and from the later work
of Paterson and his colleagues at the Minnesota Employment
Stabilization Research Institute in the early 1930s (refer
to Appendix A).
In the recent past WAP research has been m~inly influenc=
ed by the work of British psychologists, Alec Roger and Ali=
stair Heron (Weiss in Zytowski, 1973), on job satisfaction and
satisfactoriness (concepts to be explained - also refer to
glossary), as well as by recent American research and theory
relating to job satisfaction.
Research studies and findings are published in the form of
monographs, known as the Minnesota Studies in Vocational Re=
habilitation (Gay, Weiss, Hendel, Dawis and Lofquist, 1971).
These studies, which began in 1957, are an ongoing research
program and are to a large extent supported by the Office of
Vocational Rehabilitation and its successors, the Vocational
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Rehabilitation Administration and the Rehabilitation Services
Administration of the United States Department of Health,
Education and Welfare (Dawis, in Cull and Hardy, 1973; Weiss
in Zytowski, 1973).
The main purpose of the h'AP is to developi.a psychology of
work for the disabled individual, but its research also has
implications for the vocational problems of persons who are
not disabled (Weiss, in Zytowski, 1973). Bearing this in mind,
it has two main objectives (Borgen, Weiss, Tinsley, Dawis and
Lofquist, 1968), namely:
the development of diagnostic tools for the prediction of
work adjustment, and
the exploration of the process of adjustment to work and
thus the evaluation of work adjustment outcomes.
These primary goals are embodied in a conceptual framework for
research, entitled the Theory of Work Adjustment.
3.2 WHY THE NEED FOR WORK ADJUSTMENT RESEARCH?
The vast research literature on work strongly suggests this
need (Scott, Dawis, England and Lofquist, 1968).
For example, studies of job satisfaction have shown that there
are many workers who are dissatisfied for different reasons.
In the same regard studies of vocational choice have illustrat=
ed that there are workers who would prefer working at jobs
other than the ones they have.
Other examples are attitude studies and studies of industrial
conflict, which frequently point to various areas of low mo~
:r:aleamong workers. Counselling - and exit-interview~, ~imi=
larly, have also uncovered a vast variety of adjustment diffi=
culties concerning workers. In addition, studies of producti=
vity and efficiency often reveal widespread differences in job
performance, whereas job mobility studies show a diversity of
work history patterns.
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A logical conclusion from the foregoing seems to be that they
all point to the lack of "fit" or "congruence" between the
worker and the work environment. It is this lack of "fit" that
probes research into this very important problem - and re=
search area, with its far-reaching effects.
3.3 TOWARDS A DEFINITION OF WORK ADJUSTMENT:
Various views of adjustment, all having something in common,
are offered by several authors.
(~m~ (1975) views adjustment as the process of trying to
bring about a balance between needs, stimuli and the opportu=
nities offered by the work environment. This implies attempts
by the individual to'satisfy needs by overcoming both inner
and external obstacles and by fitting (adjusting) himself to
circumstances.
According to Dawis (Cull and Hardy, 1973) work adjustment has--------- -
a specific meaning in rehabilitation literature, where it is
viewed as a "therapeutic process designed to enhance an indi=
vidual's work potential or vocational potential by providing
for amongst other things, the development of physical toleran=
ces and capacitites, the aquisition of new information and
new experiences and the changing of inappropriate behaviours".
However, speaking in more general terms, work ,adjustment has
the meaning of covering or spanning the whole work life or
work career of the individual. Thus work adjustment becomes a
lifetime preoccupation (Dawis, in Cull and Hardy, 1973).
Scott et al. (1958) offer an excellent summary of conclusions
derived from literature, thereby describing the concept of work
adjustment:
work adjustment is inferred from two primary sets of indi=
cators, the one being "satisfaction" and the other "satis=
factoriness"
by "satisfaction" is meant overall job satisfaction and sa=
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tisfaction with various aspects of the individual's work
environment (which include aspects such as: his super=
visor, his co-workers, working conditions, hours of work,
pay, type of work, etcetera). It furthermore includes
the satisfaction of his needs and the fulfillment of his
aspirations and expectations
by "satisfactoriness" is meant the productivity and effi=
ciency of the worker/employee, as well as the way in which
he is regarded by his supervisor, co-workers and the com=
pany or institution for which he works.
Thus the adjustment of the individual to his employer, his
supervisor, his co-workers, as well as to the demands of the
job itself, his adjustment to his own aptitudes, interests and
temperament are all encompassed in the concept of work adjust=
mente
Finally, within the context of the Theory of Work Adjustment
the latter is viewed as "a continuous and dynamic process by
which the individual seeks to achieve and maintain correspon=
dence with his work environmene' (Lofquist and Dawis, 1969) --
similarly viewed by Gilmer (1975).
3.4 ASSUMPTIONS OF THE THEORY:
The Theory of Work Adjustment was first formulated in 1964 by
Dawis, England and Lofquist, following several years of in-
depth study by the WAP of the problems posed by work. This
initial formulation of the theory was meant to serve as a
basis for further research activities "(Dawis, in Cull and
and Hardy, 1973).
During the subsequent years, several outcomes of related stu=
dies accumulated and led to a revision of the Theory of Work
Adjustment in 1968 by Dawis, Lofquist and Weiss.
The following Theory of Work Adjustment is based on the con=
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cept of correspondence between individual and environment
(Dawis et al., 1968), where correspondence refers to rela=
tionship in which the individual and the environment are co-
responsive, that is, mutually responsive.
The individual brings into this relationship his requirements
of the environment, while the environment likewise has its re=
quirements of the individual. If the individual is to sur=
vive in an environment, that is, if he wants to exist in an
environment, he must achieve some degree of correspondence with
his environment.
Ellen Betz (1968) also refers to this important aspect of cor=
respondence between man and his environment, stating further
that theorists differ in their terminoloy, referring to the
concept in terms of "equilibrium, similarity, agreement, con=
sonance or congruence".
However, although a terminology diffe,rence exists, there is
widespread acceptance of the underlying principle that indivi=
dual adjustment is optimized by the achievement of a "good
fit" between the individual and his environment.
The first basic assumption of the Theory of Work Adjustment is
that each individual seeks to achieve and maintain correspon=
dence with his environment and that these are basic motives
of human behaviour (Dawis et al.,. 1968; Lofquist and Dawis, 1969).
The individual comes into contact with several kinds of envi=
ronments of which his home, work and school are but a few to
mention. It is required of him to relate to these different
environments in some or other fashion. Due to this fact, his
achievement and maintenance of correspondence with one envi=
ronment may have an influence on the correspondence achieved
and maintained in'others. This leads to the second assQrnp=
tion, which states that work represents a major environment
to which most individuals must relate.
The third assumption underlying the theory is that correspon=
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dence can be descri.bed in terms of the individual fullfilling
the requirements of the work environment (satisfactoriness),
and the work environment fullfilling the requirements of the
individual (satisfaction). This assumption stems from the
viewpoint that, when entering a work environment for the first
time, an individual's behaviour is directed at the fullfill=
ment of the requirements of the work environment, while at the
same time experiencing the rewards of the work environment.
If he finds it to be a correspondent relationship, he seeks
to maintain it.
Should there be no correspondent relationship, he tries to
establish it, but should he fail to accomplish this, he leaves
the work environment. In many cases the initial relationship
is frequently not correspondent which is due to several factors.
In addition to this, both the individual and the work environ=
ment undergo contact changes. This continuous and dynamic
process by which the individual seeks to achieve and maintain
correspondence with his work environment is referred to as
work adjustment and forms the fourth assumption underlying the
theory.
If the individual achieves minimal correspondence, it enables
him to remain in a work environment, which, in turn, allows the
individual to achieve more optimal correspondence and to stabi=
lize the correspondent relationship. This stability of the
correspondence between the individual and the work environment
is referred to as tenure in the job.
As correspondence increases the probability of tenure (that is,
remaining in the work environment) and projected length of te=
nure increases. The opposite will result should there be a de=
crease in correspondence. Tenure is therefore the most basic
indicator of a correspondent relationship. It can thus be said
that tenure is a function of the correspondence between the in=
dividual and his work environment.
From the basic concepts of correspondence and tenure it is poss=
ible to develop the concepts of satisfactoriness and satisfaction
(already referred to).
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For example, if the individual has substantial tenure, it can
be inferred that he has been fullfilling the requirements of
the work environment and vice versa. The same rationale could
apply to his satisfaction. Thus, satisfactoriness and satis=
faction indicate the correspondence between the individual
and his work environment.
Fluctuations in satisfactoriness and satisfaction occur from
time to time. There are, however, minimal requirements for
both the individual and the work environment, that is, mini=
mum level of satisfactoriness required of the individual and
of satisfaction required by the individual. These minimum
levels may be established by observing many individuals who
have remained in a work environment. This approach led to
the formulation of another assumption, namely: the level of
satisfactoriness and satisfaction observed for a group of in=
dividuals with substantial tenure in a specific work environ=
ment establish the limits of satisfactoriness and satisfaction
from which tenure can be predicted for other individuals.
It is also possible to see satisfactoriness and satisfaction
as outcomes in the work adjustment process at various times
during an individual's period of emploYment. As such, they
are measures of work adjustment. When regarded from this view=
point, satisfactoriness and satisfaction can be used to estab=
lish a methodology for the prediction of work adjustment from
the evaluation of work personalities in relation to work envi=
ronments. Therefore, the work .ersonalities of individuals
who fall within the limits of satisfactoriness and satisfac=
tion for which substantiate tenure can be predicted, may be
inferred to correspond to a specific work environment.
The different work personalities for which correspondence is
inferred will establish the limits for specific work persona=
lity traits necessary for adequate adjustment to a specific
work environment. These limits can be used as a basis for
judging the degree of correspondence between other individuals
and each specific work environment. Work personality - work
environment correspondence can be used to predict satisfacto=
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riness and satisfaction, indicators of corespondence in the
work adjustment process.
Since it is feasible to use satisfactoriness and satisfaction
together to predict tenure, work-personality - work environ='
ment correspondence can be used to predict tenure.
3.5 FORMAL STATEMENT OF THEORY
The following formal proposition about work adjustment, stated
in operational terms, serve as a basis for research (Dawis
et al., 1968; Lofquist and Dawis, 1969).
Proposition I:
An individual's work adjustment at any point in time is indi=
"c~~eq ~y.hiS concurrent levels of satisfactoriness and satis=
faction.
Proposition II:
Satisfactoriness is a function of the correspondence between
an individual's abilities and the ability requirements of
the work environment, provided that the individual's needs
correspond with the reinforcer system of the work environment.
Corollary IIa
Knowledge of an individual's abilities and of his satis=
factoriness permits the determination of the effective
ability requirements of the work environment.
Corrollary lIb
Knowledge of the ability requirements of the work environ=
ment and of an individual's satisfactoriness permits the
inference of an individual's abilities.
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Proposition III:
Satisfaction is a function of the correspondence between the
reinforcer system of the work environment and the individual's
needs, provided that the individual's abilities correspond
with the ability requirements of the work environment.
Corollary IlIa:
Knowledge of an individual's needs and of his satisfaction
permits the determination of the effected reinforcer system
of the work environment for the individual.
Corollary IIIb:
Knowledge of the reinforcer system of the work environment
and of an individual's satisfaction permits the inference
of an individual's needs.
Proposition IV:
Satisfaction moderates the functional relationship between
satisfactoriness and ability - requirement correspondence.
Proposition V:
Satisfactoriness moderates the functional relationship between
satisfaction and need-reinforcer correspondence.
Proposition VI:
The probability of an individual being forced out of his work
environment is inversely related to his satisfactoriness.
Proposition VII:
The probability of an individual voluntarily leaving the work
environment is inversely related to his satisfaction.
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Combining propositions VI and VII, we have:
Proposition VIII:
Tenure is a joint function of satisfactoriness and satisfac=
tion.
Given propositions II, III and VIII, this corollary follows:
Corollary VIlla:
Tenure is a function of ability-requirement and need-rein=
vorcer correspondence.
Proposition IX:
Work personality - work environment correspondence increases
as a function of tenure.
***
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CHAPTER 4
THEORETICAL BASIS UNDERLYING HYPOTHESES
The prediction of job satisfaction has become increasingly im= .
portant due to various reasons. Amongst others, this interest
stems from the modern philosophy of management where the latter
is concerned with the achievement of organizational objectives
through the voluntary cooperation of employees and greater ef=
ficiency on the job (Costello and Lee, 1974).
In order to accomplish this, management strives to create the
work environment under which employees can best achieve their
personal (work relevant) goals/needs and simultaneously con=
tribute to the achievement of organizational goals and objec=
tives (Muller, 1972). The work environment (not just physical)
and individual needs have thus come to the fore as two variables
which play important roles in job satisfaction.
By carefully analyzing the requirements and rewards of jobs,
assessing the needs and abilities of the individual and finally
relating the various variables, it is possible to place people
in jobs that have a higher probability of increasing the indi=
viduals satisfaction, competence and tenure. This type of
systematic matching would have at least one obvious result, name=
ly a reduction in turnover rates (Seiler and Lacey, 1973).
Analyses of job satisfaction through need fullfillment is not
new. To illustrate this, one need only refer to Maslow's study
of a hierarchy of needs, which provided the basic foundation
for many subsequent studies in job satisfaction (Costello and
Lee, 1974).
During the third decade of the twentieth century a large num=
ber of social scientists shifted their attention to the under=
standing of human factors operating in the work environment.
What was of special importance, were those factors which related
to worker adjustment and job satisfaction (Schaffer, 1953).
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In the same study Schaffer (in Costello and Lee, 1974) revealed
that job satisfaction is primarily based upon need fullfill=
mente Also mentioned was the fact that the stronger the need,
the more closely will job satisfaction depend on its fulfill=
mente This implies that the perceived importance of a need
has a significant effect on overall job satisfaction.
Some of the most comprehensive work concerning job satisfaction
was done by Smith, Kendall and Hulin (1969 in Seybolt, 1975).
They developed the Job Description Index (JDI) and identified
the following five facets of job satisfaction: pay, co-workers,
promotion, supervi,sion and the work itself.
The need fullfillm~nt model postulates that job satisfaction is
a function of the degree to which needs are satisfied (or full=
filled) by the work environment (Pinto and Davis, 1974),
where needs are conceptually defined as an individual's prefe=
rences for particular conditions and outcomes of work. This
viewpoint links with the Theory of Work Adjustment in that
individual needs and abilities, together with the ability re=
quirements and need satisfying conditions (or reinforcers) of
the work environment moderate in the prediction of job satisfac=
tion.
With regard to the above-mentioned, special reference must be
made to the third proposition of the ~heory of Work Adjustment,
which states that: "Satisfaction is a function of the corre=
spondence between the reinforcer system of the work environment
and the individua1's needs, provided that the individual's abi=
lities correspond with the ability requirements of the work en=
vironment" •
Referring to this correspondence, Warren (1970) mentions that
few investigators have attempted to measure the correspon= '
dence by means of direct measures of both the individual and
the work environment. Furthermore there have been few studies
to date which tested this proposed functional relationship be=
tween job satisfaction and need-reinforcer correspondence.
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Apart from Warren herself, who tested this functional relation=
ship with substantial positive results, Betz (1968) used va=
rious correspondence measures and consistently found positive
relationships between the various measures and job satisfact=
tion. However, Betz's results were inconclusive about
determining the best correspondence measure. Researchers at the
WAP at the University of Minnesota are extremely interested in
the prediction of job satisfaction from this need-reinforcer
correspondence, but to date have had a hit and miss success rate.
This study has as its aim the testing of. the third proposition
of the Theory of Work Adjustment in an attempt to contribute to
the construct validity of the theory and to accentuate the im=
portance of this functional relationship and the far reaching
effects it has for management in general and vocational guidance
in particular.
In addition to this main hypothesis, other secondary hypoth~=
ses are also: investigated. One of these is to see whether
there is ground for the hypothesis which states that there are
differences in the ORP ratings of different groups of raters.
Borgen et ale (1968) proposed four major methods of measuring
job reinforcers, namely:
supervisors' responses to the MJDQ
trained experts' responses to the MJDQ
MJDQ responses of workers on the job, and
employee need and satisfaction data to infer job reinforcer
level.
The trained expert method appears to be expensive in terms of
time and cost. Despite its demonstrated validity (Weiss et ale
1965) the inferential approach is similarly expensive. Having
excluded these two methods, the remaining methods constitute
the use of workers and supervisors on the job. However, the
following question now arises: do these two methods provide
similar equally accurate measures of job reinforcers? The rea=
son why this clarity is essential comes to the fore when deciding
which method to employ in vocational guidance, research and so
forth, as the most objective rating is the requirement.
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Warren (1970) mentions that differences in ORP ratings are
bound to exist due to the different roles and orientation of
employee and supervisor groups toward a specific occupation.
She emphasizes this when referring to the employees' (or workers')
more active participation in the work environment. This im=
plies a greater familiarity with the work environment and the
inference can be made that they should be better raters.
However, differences in opinion exist with regard to the above
mentioned statement. It can be argued that worker involvement
is a disqualification for rating purposes, since moderate high
correlations have been found between workers job reinforcer
ratings and their reported job satisfaction. This was reported
in unpublished research undertaken by the Work Adjustment Pro=
ject at the University of Minnesota.
Supervisors, on the other hand, are for all practical purposes
external observers who cannot gauge the individual worker's
subjective perceptions of the work environment. Apart from this,
the MJDQ item content poses problems to the supervisors, for
several items represent job dimensions which reflect job aspects
closely linked to a supervisor's position and responsibilities.
The argument is that supervisors might find such items difficult
to evaluate objectively. Examples are items such as:
"Workers on this job have bosses who train their men well"
(Supervision-technical) and
"workers on this job have a company which administers its poli= .
cies fairly" (Company policies and practices).
It is therefore, not surpr~s~ng that Borgen et al., (1968)
found that these two job dimensions were among nine other MJDQ
dimensions always rated as "descriptive" in 81 .jobs studied.
Another problem that the supervisor faces with regard to item
content, are those items which refer to non-observable behaviour
or feelings. An example of such an item is:
"Workers on this job do work without feeling that it is morally
wrong" (Moral values).
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Both Betz (1968) and Warren (1970) investigated this problem
and came to different conclusions. Howeve~ certain similari=
ties can be noted. Using raw scores, Betz (1968) found signi=
ficant differences in the ratings of employees and supervisors.
Warren (1970) criticized Betz for her using of raw scores in=
stead of adjusted scale values. Warren used these adjusted
scale values and found significant differences on four of the
20 MJDQ scales for a specific occupation, but a correlation of
0,95 between supervisor and employee ORPs for the same job.
Yet in another instance Warren (1970) found significant diffe=
rences on 11 of the 20 MJDQ scales and a correlation of 0,88
when the adjusted scale values were correlated.
From the foregoing it is evident that empirical investigations
have not yet yielded conclusive results. It is for this rea=
son that a second research problem was included in this study.
which postulates that there are no significant differences in
the ORP ratings of employees and supervisors. Subsequently,
i~ was hypothesized that there will be no significant diffe=
rences in the ratings of various rater groups within the same
work environment.
Should differences in ORP ratings exist between ORPs of employees
and supervisors, it would be of interest to see whether job
satisfaction is differentially predictable from need-supervi=
sor ORP correspondence and need-employee ORP correspondence.
The following hypotheses summarize the focus of the present
research project:
4.1 FOR A GIVEN JOB THERE ARE NO DIFFERENCES IN THE ORP
RATINGS OF EMPLOYEES AND SUPERVISORS
4.2 FOR A GIVEN JOB THERE ARE NO DIFFERENCES IN THE ORP
RATINGS OF VARIOUS EMPLOYEE- AND SUPERVISOR RATER GROUPS
WITHIN THE SAME WORK ENVIRONMENT
4.3 FOR A GIVEN JOB/OCCUPATION JOB SATISFACTION CAN BE PREDICT=
ED FROM NEED-REINFORCER CORRESPONDENCE
4.4 GIVEN DIFFERENCES IN ORP RATINGS OF EMPLOYEES AND SUPERVISOR
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RATER GROUPS IT IS POSSIBLE TO DIFFERENTIALLY PREDICT JOB SA=
TISFACTION FROM NEED-SUPERVISOR ORP CORRESPONDENCE AND NEED-
EMPLOYEE ORP CORRESPONDENCE.
***
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CHAPTER 5
RESEARCH METHODOLOGY
An empirical approach was followed in this research project.
This type of approach generally entails some type of measure=
ment, followed by statistical analyses. The latter are de=
termined by the nature of the data and the hypotheses stated.
This is done as a means of ensuring more precise predictions
of future events.
In the current research project the aim was to obtain various
measurements regarding the job satisfaction and vocational
needs of subjects, as well as information regarding the rein=
forcer pattern of a specific work environment. This data was
then linked and estimations regarding the prediction of job
satisfaction were made. This was all done within the context
of the Theory of Work Adjustment.
5.1 THE SAMPLE
The sample employed consisted of the academic staff (lecturers)
of the Education and Engineering faculties at the University
of Stellenbosch, South Africa.
The subjects were chosen because of the following reasons:
a) their homogeneity with regard to:
their composition (all having university degrees)
subjects taught (related to specific faculties)
students encountered
b) the biggest available sample.
The two main groups (Education and Engineering) were subdivi=
vided, each forming three different subgroups, namely:
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Group A: all professors (who were, for the purpose of the stu=
dy, regarded as Supervisors of employees in the job
of: Teacher: Adult Education.
Group Band C: random selection of the rest of the academic
staff (employees).
The six subgroups are distinguished in the following manner:
Group AEN refers to Group A of the Engineering faculty, whilst
BEN and CEN refer to groups Band C of the same faculty.
In a similar fashion, AED, BED and CED refer to groups A, ~ and
C of the Education faculty, as depicted by the following diagram=
matical representation:
AED
BED
CED
Education
Group AEN
Engineering faculty <CC Group BEN
Group CEN
Sample
The nature of the work performed within each faculty (or six
subgroups) includes the following:
the instruction of out-of-school youths and adults in aca=
demic courses;
the preparation of the outline and content of instructional
programmes and studies;
the assemblance of material to be presented;
the presentation of lectures and discussions to increase
student knowledge;
the testing of gained knowledge and/or skills by means of
tests or examinations, and
ongoing research in specific fields.
The sample characteristics of the sample as a whole, as present=
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ed in Table 5.1, display some interesting information.
For example, the age range is from 18+ to 65, averaging 41,14
years of age. The mean educational level is 18,58 years. This
figure includes the normal twelve years at school, plus a va=
rying amount of tertiary-level education.
The majority of the sample was male with only 15,5 percent being
female. The number of years in the occupation (tenure) varies
from less than two years for almost 19 percent of the sample,
while 2,4 percent had 31 or more years of service in the concern=
ed occupation. The mean number of years in the occupation is
6,89.
The size of the preliminary samples was 125, of which 68,00
percent responded. Table 5.2 gives an overview of the size of
each subgroup.
One case was at a later stage omitted from group CEN due to in=
consistent response to the Minnesota Importance Questionnaire
(MIQ)•
TABLE 5.2
RESPONSE RATE OF SAMPLE TOTAL
Group Size Number of Respondents Percentage
AEN 13 10 76,92
BEN 26 20 76,92
CEN 27 15 55,56
AED 8 7 87,50
BED 26 16 61,54
CED 25 17 68,00
TOTAL 125 85 68,00
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TABLE 5.1
COMBINED DEMOGRAPHICS FOR SAMPLE AS A WHOLE (N = 84)
N Percentage Cumulative MeanPercentage
AGE:
18-25 years l 1,2 1,2
26-35 28 33,3 34,S
36-45 32 38,1 72,6 41,14
46-55 12 14,3 86,9
56-65 11 13,1 100,0
EDUCATION:
15 years 1 1,2 1,2
16 3 3,6 4,8
17 16 19,0 23,8
18 11 13,1 36,9 18,58
19 32 38,1 75,0
20 21 25,0 100,0
SEX:
Male 71 84,S 84,S
Female 13 15,5 100,0
TENURE:
Less than 2 years 16 19,0 19,0
2-5 35 41,7 60,7
6-10 20 23,8 84,S 6,89
11-20 8 9,5 94,0
21-30 3 3,6 97,6
31 or more 2 2,4 100,0
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5.2 PROCEDURE
The following procedure was used in the execution of the expe=
rimental design:
.Prior to the onset of the experimental procedure, the research=
er contacted the dean of each faculty (Engineering and Educa=
tion), informing them of the intended research project. A sum=
mary of the intended project was then laid before each dean,
who on their turn put it to the various faculty committees.
This was done in order to obtain the concent and cooperation
of everyone concerned, prior to the launching of the project.
The committee members, who constituted representatives from
the various departments within each faculty, were also request=
ed to urge their staff's cooperation in the completion of
the questionnaires.
Having done the foregoing, a letter (A) explaining the nature
of the project and requesting their voluntary cooperation, was
sent to each subject. This was done by means of the regular
campus mailing system.
After a time lapse of one week, a second letter (B), accompa=
nied by the questionnaire(s) and additional clarifying infor=
mation on the completion thereof, was sent to each subject.
Also enclosed in this letter (B) was a pre-addressed envelope,
by means of which the subjects were able to return the com=
pleted questionnaire(s) via campus mail. These were sent di=
rectly to the department of Psychology.
If no reply was received within two weeks after the mailing
of letter B, a follow-up letter (C) was mailed to the concern=
ed subjects. This letter reminded them of the questionnaires
and the completion thereof, also urging their voluntary coo=
peration.
If there was no reply to the follow-up letter (C) within a
week after it had been mailed, a second follow-up letter, si=
milar to the first one (C), was mailed to the concerned sub=
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jects. In this letter (D) the subjects were again urged to
complete the questionnaire(s), but should they not see their
way clear to the completion thereof, they were requested to
return the incompleted questionnaire(s) to the researcher.
In many instances this had the wanted effect.
Correspondence was terminated as soon as a subject indicated
that he/she did not wish to partake.
Upon receival of the completed questionnaire(s), a letter (E),
acknowledging receipt thereof and thanking the subjects for
their cooperation in the research project, was mailed. This
terminated the data collecting procedure.
Copies of all the letters are contained in Appendix F.
5.3 MEASUREMENT DEVICES
The following questionnaires were used:
as aQuestionnaire (MJDQ)
work environment.
The Minnesota Importance Questionnaire (MIQ) as a measure
of vocational needs;
the Minnesota Satisfaction Questionnaire (MSQ) as a measure
of job satisfaction, and
the Minnesota Job Description
measure of reinforcers in the
A description of each one of these questionnaires is contained
in the appendix, but for the purpose of the meaningful inter=
pretation of the results, detail regarding the statistical ana=
lyses of each is provided.
5.3.1 The measurement of vocational needs
The Minnesota Importance Questionnaire (MIQ) is a method of as=
sessing vocational needs by asking individuals to indicate the
importance of various work reinforcers (or need-satisfiers)
(Lofquist and Dawis, 1975).
In other words, the individual completing the MIQ is asked to
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"draw a verbal picture" of his ideal job (Weiss in Zytowski,
1968). By means of pair comparison scaling this "verbal pic=
ture" is then translated ,into a psychometric picture.
The 1967 version of the MIQ measures 20 vocationally-relevant
need dimensions, each of which is represented by one statement.
Comparative- and absolute judgment scaling techniques are used
to obtain scale values for each MIQ-scale (Warren, 1970).
The method of pair comparisons, used in the first (comparative
judgment) section of the questionnaire, provides information
regarding the relative levels of importance of the individual's
20 vocational needs.
Each of the 20 statements is paired with every other statement,
yielding 190 item pairs. Order of presentation within a pair
is randomized and the same statement is never included in two
consecutive pairs. Respondents are asked to choose the member
of each pair which is more important to them on their ideal job.
The second part of the MIQ presents the 20 statements separate=
ly and asks respondents to indicate whether each statement is
"important" or "not important" in their ideal job. Information
from this absolute judgment (second) part is used to determine
the individual's "zero-point", that is the number of statements
which the individual rated as "not important".
The 1967 edition of the MIQ provides three types of "scores",
namely:
raw scale scores
unadjusted scale scores/values
adjusted scale values
In addition, a total. circular triads (TCT) score and error bands
are computed, the latter being around the individual adjusted
scale values.
5.3.1.1 Raw scale scores
In scoring the MIQ, 21 raw scores are obtained of which 20 re=
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present scores for vocational need scales. The twenty-first
one is called the "zero-point" scale and is used to "anchor"
the other 20 vocational need scales (Gay, Weiss, Hendel, Dawis
and Lofquist, 1971).
The raw score for each statement (i.e. vocational need scale)
is the number of times the statement representing a particular
scale is chosen as "more important" to the individual in his
"ideal" job.
Scoring is as follows: for the pair comparison section (items
1-190) the chosen statement is scored "1" and the statement
not chosen, is scored "0". When it comes to the absolute judg=
ment section (items 191-210), those statements indicated as
"important" by a "yes" response are scored "1", while those
indicated as "not important" by a "no" response are scored "0".
The raw score for the 21st scale (or zero-point scale) is ob=
tained by counting the number of "no" responses to the 20 ab=
solute judgment items (items 191-210) (Gay et al., 1971).
The range of raw scores is from 0 to 20 for both the vocatio=
nal need scales and the zero-point scale. To illustrate: a
raw score of 20 will indi.cate that the individual completing
the questionnaire chose that particular statement over all the
other 19 statements and also answered "yes" regarding the
statement's importance in the absolute judgment section (Weiss
in Zytowski, 1968).
5.3.1.2 Unadjusted scale values
Unadjusted scale values are obtained by converting the raw
scale score to a z-score based on the normal distribution
(Weiss in Zytowski, 1968).
The first step is to express each raw score as a proportion of
the total number of stimuli scored (that is 21, including the
zero-point scale). This proportion is then converted to the
appropriate z-value.
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When this proportion is calculated 0,50 is added to the raw
score. This is done in order to include the expected number
of times the statement would be chosen over itself, had such
a comparison been made. This follows the rationale given by
Guilford (1954 in Gay et al., 1971) in his book "Psychometric
Methods" •
The use of the pair comparison scaling technique gives an in=
dication of how far any given scale value deviates from the
individual's own mean scale value. The latter is arbitrarily
defined as 0,0. Furthermore, it is important to note that the
z-score scale values are ipsative (or intra-individual) scores.
This means that the individual is the base of comparison and
not some normative group (Weiss in Zytowski, 1968).
The foregoing procedure will always yield a set of scale values
which are equally distributed around zero. Half of the unad=
justed scale values will be positive and the other half will
be negative. These unadjusted scale values have limited use,
because it only reflects the relative levels of the measured
vocational needs and do not allow fully for comparisons to be
made among individuals. In order to obtain a more meaningful
picture and comparison among individuals, these unadjusted
scale values have to be adjusted (Gay et al., 1971; Weiss
in Zytowski, 1968).
5.3.1.3 Adjusted scale values
Once the unadjusted scale value for the zero-point has been de=
termined (in a similar fashion as the unadjusted scale values
for the 20 vocational need scales), the other 20 scales can be
adjusted to the zero-point by subtracting the zero-point scale
value from the scale values of each of the 20 vocational need
scales, and from itself. By doing this, a set of 21 adjusted
scale values will be yielded (Weiss in Zytowski, 1968).
Adjusted scale values with positive signs indicate vocational
needs which are "important" to the individual, whereas the
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magnitude of the adjusted scale values is an indication of
exactly "how important" a specific vocational need is. Ad=
justed scale values with negative signs signify vocational
needs which are not i~portant to the individual in question
(Weiss in Zytowski, 1968).
The potential range for adjusted scale values is between -4,0
and +4,0. However, the maximum range for an individual is
only half of this, the latter depending on the value of the
zero-point scale before adjustment (Gay et al., 1971).
5.3.1.4 Total circular triad (TCT) scores
These scores are also derived from pair comparison scaling and
can be used as a "validity" scale.
When administering and scoring the MIQ, it is important to
identify those individuals who do not or cannot fully cooperate
in completing the questionnaire. Weiss (in Zytowski, 1968)
poinbs out that the person who uses the questionnaire should
be on the look-out for
individuals who do not understand the questionnaire (may
be because the items are too difficult)
those who are not able to choose between alternatives (may
be for the reason that they have not had enough exposure
to occupations to make meaningful choices)
respondents who are careless in marking the answer sheet,
and
people who are not motivated to complete the questionnaire
meaningfully.
The TCT-score, which is used to identify these people, indica=
tes the logical consistency with which an individual has respon=
ded to the MIQ and represents the total number of circular
triads (Gay et al., 1971).
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5.3.1.4.1 Circular triads
A circular triad is formed when an individual responds to three
items in the following manner (Gay et al., 1 971) :
Item 1: He chooses statement A over statement B
Item 2: He chooses statement B over statement C
Item 3: He chooses statement C over statement A
It is perfectly clear that this sequence of choices is illogi=
cal, intransitive or inconsistent. To be perfectly logically
consistent, the individual has to choose one statement over
all the others, a second over all the others except the frrst,
a third over all but the first and the second and so forth.
This pattern of choices must continue down to the twentieth
statement, which he has to choose over none of the other state=
ments.
If an arrow is used to indicate a judgment of "higher than"
or "preference over", figure 5.1 illustrates "circular" and
noncircular" triads (Borgen, Weiss, Tinsley, Dawis and Lofquist,
1968):
FIGURE 5.1
ILLUSTRATION OF JUDGMENTS IN CIRCULAR AND NONCIRCULAR
TRIADS
CIRCULAR TRIADS
(inconsistent response choices)
NONCIRCULAR TRIADS
(consistent response choices)
A
1\
BE---C
A
1\
B ----'c
The extreme would be the individual who is totally logically
inconsistent in his response. This person will choose each
statement half the time and its alternative half the time.
By doing this, he will obtain the maximum TCT-score, which is
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385 for the MIQ (Gay et al., 1971).
The formula used to calculate the total number of circular triads
for an individual on the MIQ, is the following (Kendall, 1955
in Gay et al., 1971):
21TCT = 2870 - E X2/2
i=1 i
21
where E X2 equals the sum of the squared raw scores for the
i=1 i
vocational need scales. This includes the zero-point scale.
The TCT-score has a random response mean of 333 and a standard
deviation of 15,8. A cutoff score of 254 is regarded as the
maximum allowable for a valid computer reporting profile. A
TCT-score of 255 and higher will therefore not yield a MIQ com=
puter report (Gay et al., 1971).
It is essential that these scores (255 and higher) should not
be used in research studies as it will contaminate the results.
5.3.1.5 Error bands
The presence of circular triads is an indication of some inde=
cision on the part of the individual. In an attempt to locate
these areas of indecision, error bands are computed for each
vocational need scale. This is done by means of an analysis
of the TCT-score. These error bands provide the limits to which
adjusted scale values could change, should the individual re=
spond in a perfectly logically manner (Gay et al., 1971).
The computation of error bands involves the following:
for every item it is determined whether the individual's
item choice appeared in a circular triad, or not, whereaf=
ter
each item choice involved in a circular triad is compared
with the ranking of the individual's scale scores for the
two statements in an item (underlying this approach is the
assumption that an individual's scale scores are more reli= .
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able than each of the 210 item choices).
The statement chosen per item should naturally have the higher
ranked scale score. What now follows, is a count of every in=
stance where the item choice is inconsistent with the scale
ranking. By doing this, the instances when the choice increases
the scale score are separated from those which decrease the
scale value. Depending on the specific case, these counts are
then added or subtracted from the raw scores and converted to
scale values. This procedure yields a range of scale values
around the observed scale values which represents the individual's
indecision for a specific scale (Gay et al., 1971).
In summary, the steps in scoring the MIQ involve the computation
of raw scores, unadjusted scale values, adjusted scale values,
TCT-scores and error bands. For detail regarding the validity
and reliability and a description of the MIQ, please refer to
Appendix E.
5.3.2 The measurement of job satisfaction
The Minnesota Satisfaction Questionnaire (MSQ) consists of 100
statements, arranged in five blocks of 20 statements, each of
the 20 reinforcers being represented in each block of statements
(Lofquist and Dawis, 1975).
The questionnaire requires respondents to consider each state=
ment and to indicate how satisfied they feel about that speci=
fie aspect of their work. The latter are the same dimensions
as measured by the vocational need scales in the MIQ.
The MSQ is scored for all 20 reinforcer scales, but also yields
a total score based on all 100 items as an indication of
general job satisfaction.
Response choices for each MSQ scale item are weighted in the
following manner (Weiss, Dawis, England and Lofquist, 1967):
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Response choice
Not satisfied (NS)
Only slightly satisfied (SS)
Satisfied (S)
Very satisfied (VS)
Extremely satisfied (ES)
58
Scoring weight
1
2
3
4
5
Responses are thus scored 1 through 5 proceeding from left
to right in the answer spaces.
To compute scale scores, weights for the responses chosen are
added, yielding a total raw score for each of the 20 scales.
These raw scores are then converted to percentile scores, using
appropriate normative data as supplied in the manual (Weiss,
Dawis, England and Lofquist, 1967).
An individual's percentile score on any scale gives his rela=
tive position in a norm group, indicating the percentage of
people in the norm group with scores equal to or lower than
the individual's raw score. However, using different norm
groups, it is possible to convert the same raw score on a scale
to different percentile scores. For this reason it is extreme=
ly important to select the right or most suitable norm group.
The appropriate norm group for any individual is that one which
corresponds exactly to his/her job. Since the number of norm
groups is limited at present it may be necessary to select a
norm group that is very close to the individual's job. Weiss
et ale (1967) caution that care must be taken in this selec=
tion because misinterpretation of scores may be the result if
the determination of similarity is done on a superficial basis •
.Should it happen that an individual is in an occupation for
. which no appropriate norm group has been developed, there are
various ways of interpreting the MSQ-scores, namely:
the raw scores can be converted to percentile scores using
the Employed Disabled or Employed Nondisabled norms (in the
manual), depending on the individual's status with regard
to disability, or
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the mean scale responses may be interpreted in terms of
the item anchors. For example, since responses to indivi=
dual items are scored with regard to the response choices
and scoring weights already mentioned, a group mean on any
of the 5-item scales of say, 20, indicates that the average
response to items on the scale was 4, or satisfied. Simi=
larly, a mean scale score of 10 would indicate an average
item response to items on the scale of 2, or dissastisfied.
Using this approach, areas of greater or lesser satisfaction
for a group, as well as the approximate levels can be iden=
tified.
A percentile score of:
75 or higher represents a high degree of satisfaction
25 or lower represents a low degree of satisfaction
between 26 and 74 indicates an average degree of satis=
faction (Weiss et al., 1967).
For detail regarding validity, reliability and a description
of the questionnaire, please refer to Appendix D.
5.3.3 The measurement of occupational reinforcers
The Minnesota Job Description Questionnaire (MJDQ) measures
an individual's perception of the reinforcer characteristics
of an occupation (work environment) on the same dimensions
measured by the MIQ and the MSQ.
Twenty scores are generated per occupation (one for each re=
inforcer) which indicate the relative strength of a reinfor=
cer in a particular environment. A twenty-first score measu=
ring Autonomy is also included in the MJDQ, but not in the
MIQ or the MSQ (Lofquist and Dawis, 1975).
The MJDQ contains 21 ranking blocks, each containing five
statements. Each of the 21 statements appears in five rank=
ing blocks, but each time with a different set of four other
items (Borgen, Weiss, T~nsley, Dawis and Lofquist, 1968).
Respondents are asked to consider each group of five statements
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individually and to rank the five in terms of how well they
describe the job, using the numbers "1" to "5". The name of
the occupation the subject is asked to rate (in the present
study it was: Teacher: Adult Education) appears on the
front page and on the demographic data page (back cover).
The MJDQ uses the method of multiple rank orders (a variation
of the method of pair comparisons) to obtain a ranking of the
relative strength of the 21 hypothesized occupational reinfor=
cers (Tinsley and Weiss, 1974). The composite profile derived
from this ranking is called an Occupational Reinforcer Pattern
(ORP) (Seiler and Lacey, 1973).
Also included in the scoring of the MJDQ is the computation of
a "zero-point" scale, which allows the conversion of the com=
parative judgments to an "absolute" scale (refer to the latter
part of the questionnaire). This absolute judgment data is
used in conjunction with the information from the "comparative
rankings" (the former part of the questionnaire) to determine
the adjusted scale values of each of the 21 reinforcers. This
is done in a similar way as in the case of the MIQ.
In scoring the MJDQ five types of information are presented
for an occupation (Rosen, Hendel, Weiss, Dawis and Lofquist,
1972), namely:
a graphic profile of the occupational reinforcers as de=
scribed by the raters (the latter of whom can be supervi=
sors on the job, employees, job analysts, personnel mana=
gers, "outside expert~'lconsultants or vocational counsel=
lors);
a list of reinforcers which are highly descriptive or mode=
rately descriptive of the particular occupation;
a list of other occupations which have similar ORP profiles
summary statistics describing scale values and other in=
formation regarding the occupation, and
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the D.O.T. code and associated Occupational Aptitude Pat=
tern (OAP) for the occupation. The D.O.T. code for the
occupation under hand (Teacher: Adult Education) is
099.227.030. There is no OAP for this occupation.
A brief discussion of each type of information will now follow:
5.3.3.1 ORP Profiles
At a glance, a graphic profile shows the reinforcer pattern
of an occupation. These profiles have several features which
supply valuable information. Please refer to Appendix C for
a detailed description.
5.3.3.2 Descriptive statements
The descript-ive statements are classified as either highly
descriptive or moderately descriptive. Furthermore, a rein=
forcer may either be present (if the scale value is high and
positive) or not present (if the scale value is low positive
or negative).
A set of rules select descriptive characteristics jOintly on
the basis of the level (being either positive or negative) of
their corresponding scale values and on the level of agreement
among raters in both the comparative and absolute judgment
sections of the MJDQ (Borgen et al., 1968).
The following table presents the rules used for selecting ORP
descriptive statements:
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TABLE 5.3
RULES USED FOR SELECTING ORP DESCRIPTIVE STATEMENTS
Highly descriptive
characteristic,
present
Moderately de=
scriptive cha=
racteristic~,
present
Moderately de=
scriptive cha=
racteristic, not
present
Highly descrip=
tive characte=
ristic, not pre=
sent
Adjusted scale
value
;;?1,5
~1,0
:0; ,25
, ,0
Proportion agree=
ing present (P)
'>,90
>,80
<,40
<,20
Overlap with neu=
tral point (Q)
15%
30%
45%
(Adapted from: Borgen et al., 1968: p. 31) •
To illustrate: a descriptive phrase is moderately descriptive
of an occupation if it meets the following criteria:
the adjusted scale value of the particular scale is equal
to or greater than 1,0
on the absolute judgment section at least 80 percent of the
raters agree that the statement describes the occupation, and
the estimated overlap (Q) between t~e number of votes for
the statement and the number of votes for the neutral point
is less than or equal to 30 percent.
5.3.3.2.1 The neutral point
The neutral point, which is .used in the scaling of the various
statements, plays an important role in the interpretation of
ORPs. The scaling of the neutral point follows the method used
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by Gulliksen (1964 in Borgen et al., 1968).
In a similar fashion as in the case of the MIQ, responses
to the absolute judgment section of the MJDQ are used to de=
termine a psychological "neutral point". Reinforcers rated
above the neutral point (that is a scale value higher than
the neutral pOint) implies that those reinforcers are present
in a particular occupation, whilst those rated below the neu=
tral point can be considered not present in the occupation
(Borgen et al., 1968).
This neutral (or Zero-) point score equals the average number
of "does not describe" responses given by a group in the abso=
lute judgment section (Warren, 1970).
5.3.3.3 Similarities among profiles
For each occupation, reference is made to occupations with si=
milar profiles, that is occupations with similar high and low
scores. These occupations form a "cluster" of similar occu=
pations, which have work environments which are similar in
terms of their reinforcers (ORPs), but not necessarily in terms
of-ability requirements (Borgen, Weiss, Tinsley, Dawis and
Lofquist, 1972). Please refer to Appendix C for more detail.
5.3.3.4 Summary Statistics
The summary statistics supply more precise information regard=
ing the reinforcers within an occupation. The following sta=
tistics are shown for each scale (Rosen _e_t_a_l., 1972):
the adjusted scale values for each of the reinforcer di=
mensions,
adjusted scale values minus one standard error (-1SE) and
adjusted scale values plus one standard error (+1SE),
the proportion (P) of raters who said that the reinforcer
dimension was not descriptive of the occupation,
the overlap (Q) between the scale value estimates and the
neutral point for each reinforcer dimension, and
the unadjusted scale values.
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The adjusted scale values are used to produce the graphic pro=
file for an ORP, while the standard error columns indicate
the amount of agreement amongst raters for each of the 21 MJDQ
scales. Greater agreement is reflected by smaller differences
between +1SE and -SEe
The P and Q columns, in conjunction with the adjusted scale
values, are used to obtain the highly and moderately descrip=
tive statements for the occupation.
5.3.3.4.1 Statistical rationale and analysis underlying the
summary statistics
The psychometric method used in the MJDQ is based on the work
of Gulliksen and Tucker (in Borgen et al., 1968). This method
which is also known as the method of multiple rank orders or
bal~ incomplete blocks, is a special case of the general
method of pair comparisons.
The main distinction between the method of multiple rank orders
and the method of complete pair comparisons lies in the order
in which stimuli are presented. In the case of the former the
stimuli are always presented in sets of three or more and the
individual is requested to rank them on the basis of some qua=
lity or attribute, while in the case of the latter method the
stimuli are always pre$ented in pairs. Nonetheless, in both
methods each stimulus appears only once with every other
stimulus (Borgen et al., 1968).
Ranked responses can be converted to pair comparison responses
rendering a frequency matrix. This is possible for any group
of raters and displays the number of times each statement was
chosen over every other statement by the group (Borgen et al.,
1968; Warren, 1970). For detail regarding this conversion,
please refer to the MJDQ manual (Borgen et al., 1968).
The obtained group frequency matrix is then converted to a pro=
portion matrix which indicates the proportion of times each
statement was chosen above every other statement. Following
this, scale values can be computed. This is done in various
ways, namely:
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by a least-squares solution (Torgerson, 1958 in Borgen et al •.,
1968) or
by the composite-standard method, which approximates the
least-squares solution and is similar to the method proposed
by Guilford (1954 in Borgen et al., 1968).
According to the second (estimation) method above, the mean
number of votes for each statement is calculated. Also calcu=
lated, is the associated standard deviations which reflect the
agreement among raters' rankings for a particular statement.
Following the rationale given by Guilford (1954 in Borgen et al.,
1968; and in Gay et al., 1971) 0,50 is added to each (mean)
value. The computation of unadjusted and adjusted scale values
now follows the same pattern as in the case of the MIQ.
5.3.4 The measurement of need-reinforcer (MIQ-ORP) correspon=
dence
Since occupational reinforcer patterns (ORPs) are scaled by the
same methods used in scaling the MIQ, comparable scale values
are yielded and since ORPs and the MIQ refer to the same set
of reinforcers, it is possible to compare MIQ profiles with
ORPs.
Warren (1970) refers to the measurement of correspondence and
mentions the problematic measurement of profile similarity.
Referring to profile similarity measures and differences among
them, Warren (1970) names several writers on this topic, for
example: Cronbach and Gleser, 1953; Gaier and Lee, 1953 and
Nunnally, 1962 and 1967. Discussing the same topic, Betz (1968)
also refers to Osgood and Suci, 1952 and Holley and Guilford,
1964.
Basically there are currently three methods of correspondence
measurement (Betz, 1968; Warren, 1970):
the Pearson Rho correlation coefficient (shape index)
Cronbach and Gleser's (1953) D-statistic (distant measure)
Holley and Guilford's (1964) G-index.
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The Pearson Rho statistic is only sensitive to similarities in
shape between profiles, because its computation involves the
equating of profiles for both level and dispersion. The D-
statistic, however, takes score level and variability into
account, as well as profile shape (Warren, 1970).
Nunnally (1962 in Betz, 1968) mentions two criteria by which
to judge a measure of relationship~
it should consider all the information relevant to the
comparisons, and
it should have mathematical properties which permit power= .
ful methods of analysis.
It is clear that the D-statistic meets both criteria.
The computation of the Pearson Rho statistic is based upon
the analysis of ranks of each individual's MIQ scales with the
ranks based on the mean scale values of the ORP.
The D-statistic is calculated by the formula:
where Xj1 represents the raw MIQ scale scores for an individual
and Xj2 represents the parallel raw score ORP values (Betz,
1968) •
The G-index is calculated by the formula G = 2P-1. For detail
regarding the computation of this measure please refer to
Holley and Guilford (1964 in Betz, 1968).
***
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CHAPTER 6
RESEARCH RESULTS
The majority of the research results were obtained by computer
scoring done by the Industrial Relations Center at the Univer=
sity of Minnesota (Minneapolis, U.S.A.). This center provides
a scoring service to all researchers who are registered as qua=
lified users of its material. The scoring is adapted to the spe=
cific requirements of each research project as requested by the
researcher concerned.
6.1 PROCEDURE
In order to test the hypotheses of this study, different ques=
tionnaires were 'administered to different subgroups, as illu=
strated in the following table:
TABLE 6.1
ADMINISTRATION OF QUESTIONNAIRES TO SUBGROUPS
QUESTIONNAIRE
GROUP MIQ MSQ MJDQ (form S ) MJDQ (form E)
AEN X
BEN X X
CEN X X X
AED X
BED X X
CED X X X
Different forms of the MJDQ (a measure of reinforcers in the
work environment) were administered to the A (or supervisor) and
C (or employee) groups. The form E of the MJDQ is meant for
application to employees. These two questionnaires are exactly
the same except for the different orientation to the rating of
an occupation required of supervisors and employees. A
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detailed description of this questionnaire is contained in
Appendix C.
In addition to the application of the MJDQ,both the MIQ (as a
measure of vocational needs) and the MSQ (as a measure of job
satisfaction) were administered to the Band C'groups. Having
done this, it was possible to determine the correspondence be=
tween needs and ORP ratings and to correlate it with the MSQ
Scales. Depending on the significance of these correlations
inferences regarding the main hypothesis could be made.
For the interpretation of the results to be more meaningful,
the sample characteristics for each subgroup will be provided.
Prior to the testing of the hypotheses, the results will be
printed in the following sequence: firstly, the MIQ results,
followed by the MSQ and MJDQ results and finally the results
concerning the prediction of job satisfaction from need-rein=
forcer correspondence.
Most of the tables and profiles are self-explanatory. General
comments and clarification regarding each group of results will
therefore be provided instead of a detailed outlay.
6.2 RESULTS FROM MIQ MEASUREMENT
The group statistics for each subgroup are printed prior to
each profile. These statistics consist of data such as the
mean adjusted scale value for each MIQ scale, plus its accompa=
nying standard deviation, standard error, skewness and total
score. The adjusted scale values are used for the plotting of
a profile.
Viewing each profjle, it is seen that scale values higher than
+1,5 are interpreted as needs of high importance to the speci=
fie group, whereas scale values between +1,0 and +1,5, are
interpreted as needs of moderate importance. On the other hand,
scale values between zero and +0,3 are regarded as needs of
low importance and scale values below zero as needs of very low
importance.
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Interesting to note, is that all seven subgroups or combinations
thereof rated Ability Utilization and Achievement as needs of
high, importance. This indicates that the sample as a whole
places a high premium on the use of individual abilities and
the required feeling of accomplishment. Typical of the occu=
pat ion the subjects are engaged in (Teacher: Adult Education)
these needs are manifested i.nthe individual's progress in
the organization.
Furthermore, Authority and Social Status were rated as needs
of very low importance by the whole sample. In other words,
the subjects feel that "telling other people what to do" or
"doing a job for the status it confers" are very low on their
priority list.
Independence and Supervision-Technical were rated as needs of
low importance. These findings can be linked to the nature
of the occupation the sample is employed in. The job of
Teacher-Adult Education requires teamwork to a large extent
which was possibly the reason why Independence did not come to
the fore as a need of significant importance. Technical Super=
vision (having a boss who trains his men well) is also not ty=
pical of this occupation, for post graduate research and stu=
dies are mainly the responsibility of the individual, rather
then that of the boss or supervisor.
Some differences appear in the ratings of the two faculties
(engineering versus education). For example, the education
faculty refers to "Working conditions" as a need of moderate
importance, whereas the engineering faculty does not even re=
fer to it. Similarly "Company policies and practices" and
"compensation" were rated as of moderate importance by the
education faculty, while not even mentioned by the engineering
faculty.
Apart from these differences, there appear to be common views
with regard to a large number of needs. For example, needs re=
ferred to as of moderate importance by both faculties were
Advancement, Creativity, Recognition, Responsibility and Social
Service. Profile 6.8 presents a composite outlay of the ratings
of every subgroup or combination thereof.
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The TCT scores presented in table 6.13 give an overview of the
consistency with which the subjects responded to the MIQ.
Only one case, a member of group CEO, had a TCT score higher
than the set limit of 254 and was therefore excluded from all
further research purposes, since such cases may have a conta=
minating effect on the results.
TABLE 6.2
SAMPLE CHARACTERISTICS FOR GROUP BEN (N=20)
AGE:
rpercentage CumulativePercentage Mean
26-35 years 10 50,0 50,0
36-45 years 7 35,0 85,0 37,10
46-55 years 2 10,0 95,0
56-65 years 1 5,0 100,0
EDUCATION:
15 years 1 5,0 5,0
16 years 1 5,0 10,0
17 years 4 20,0 30,0
18 years 7 35,0 65,0 18,10
19 years 3 15,0 80,0
20 years 4 20,0 100,0
SEX:
Male 19 95,0
Female 1 5,0
TENURE (years in occupation)
Less than 2 years 3 15,0 15,0
2-5 years 8 40,0 55,0
6-10 years 8 40,0 95,0
31 years or more 1 5,0 100,0
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TABLE 6.3
MIQ GROUP STATISTICS FOR GROUP BEN
Scale Mean* Standard Standard Kurtosis Skewness SumDeviations Error
1 1,580 ,856 ,856 ,265 ,672 31,600
2 1,625 ,603 ,135 ,415 ,326 32,500
3 ,235 ,682 ,153 1,851 ,314 4,700
4 1,085 ,698 ,156 - ,059 - ,605 21,700
5 - ,190 1,014 ,227 - ,336 ,556 - 3,800
6 ,590 ,878 ,196 - ,054 ,130 11,800
7 ,555 1,864 ,193 ,034 - ,285 11,100
8 ,415 ,832 ,186 ,511 ,084 8,300
9 1,290 ,878 ,196 - ,967 ,334 25,800
10 ,135 ,668 ,149 - ,101 ,083 2,700
11 1,425 1,168 ,261 -1,360 - ,025 28,500
12 1,240 ,679 ,152 ,652 - ,038 24,800
13 1,125 ,824 ,184 ,598 ,579 22,500
14 ,705 ,652 ,146 1,794 -1,325 14,100
15 ,720 ,902 ,202 1,874 ,721 14,400
16 - ,320 1,020 ,228 - ,363 - ,293 - 6,400
17 ,440 ,788 ,176 - ,145 ,155 8,800
18 - ,950 ,912 ,204 2,778 ,871 - 1,900
19 ,410 ,869 ,194 - ,151 ,676 8,200
20 ,520 ,538 ,120 ,762 - ,524 10,400
TCT 61,250 38,898 8,698 1,342 1,410 1225,000
* MEAN = X of Adjusted scale value
N = 20
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TABLE 6.4
SAMPLE CHARACTERISTICS FOR GROUP CEN (N=14 )
N Percentage Cumulative MeanPercentage
AGE:
18-25 years 1 7 ,1 7,1
26-35 years 9 64,3 71 ,1 35,07
36-45 years 2 14,3 85,7
46-55 years 2 14,3 100,0
EDUCATION:
17 years 6 42,9 42,9 28,42
19 years 4 28,6 71,4
20 years 4 28,6 100, °
SEX:
Male 14 100,0 100,0
Female ° ° °
TENURE (years in occupation)
Less than 2 years 3 21 ,4 21 ,4
2-5 years 7 50,0 71 ,4 4,50
6-10 years 3 21 ,4 92,9
11-20 years 1 7,1 100,0
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TABLE 6.5
MIQ GROUP STATISTICS FOR GROUP CEN
/
*
Scale Mean * Standard Standard Kurtosis Skewness SumDeviation Error
1 1,793 ,671 ,173 1,688 1,103 26,900
2 1,893 ,796 ,206 2,498 1,558 28,400
3 ,693 ,689 ,178 ,284 ,082 10,400
4 1,380 ,795 ,205 2,830 -1,238 20,700
5 ,013 ,987 ,255 - ,797 - ,424 ,200
6 ,693 ,827 ,213 - ,564 ,326 10,400
7 ,873 ,811 ,209 3,654 -1,594 13,100
8 ,653 ,620 ,160 1,583 - ,096 9,800
9 1,440 ,809 ,209 ,403 ,680 21,600
10 ,347 ,848 ,219 - ,277 - ,122 5,200
11 1,593 1,181 ,305 -1,152 - ,430 23,900
12 1,500 ,438 ,113 ,043 ,195 22,500
13 1,427 ,743 ,192 -1,067 - ,119 21,400
14 1,260 ,637 ,164 - ,065 - ,443 18,900
15 1,147 ,910 ,235 -1,441 - ,002 17,200
16 ,253 ,851 ,220 -1,335 - ,169 3,800
17 ,613 ,845 ,218 - ,824 - ,115 9,200
18 ,280 ,950 ,245 - ,307 - ,687 4,200
19 ,773 ,815 ,210 - ,515 - ,223 11,600
20 ,853 ,491 ,127 - ,802 - ,005 12,800
TCT 77,133 44,627 11,523 56,48 1,975 1157,000
Mean = X of Adjusted scale values
N = 15
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TABLE 6.6
MIQ GROUP STATISTICS FOR GROUPS BEN + CEN
Scale Mean* Standard Standard Kurtosis SkewnessDeviation Error Sum
1 1,671 ,779 ,132 ,433 ,645 58,500
2 1,740 ,695 ,117 2,330 1,161 60,900
3 ,431 ,713 ,121 ,564 ,186 15,100
4 1,211 ,744 ,126 ,658 - ,761 42,400
5 - ,103 ,993 ,168 - ,804 ,153 - 3,600
6 ,634 ,845 ,143 - ,337 ,180 22,200
7 ,691 ,844 ,143 ,468 - ,735 24,200
8 ,517 ,748 ,126 ,718 - ,218 18,100
9 1,354 ,840 ,142 - ,560 ,409 47,400
10 ,226 ,746 ,126 - ,270 ,065 7,900
11 1,497 1,159 ,196 -1,316 - ,185 52,400
12 1,351 ,595 ,101 ,882 - ,255 47,300
13 1,254 ,793 ,134 - ,336 ,248 43,900
14 ,943 ,694 ,117 1,165 - ,728 33,000
15 ,903 ,918 ,155 - ,072 ,368 31,600
16 - ,074 ,981 ,166 T ,774 - ,011 - 2,600
17 ,514 ,806 ,136 - ,611 ,048 18,000
18 ,066 ,933 ,158 ,351 ,181 2,300
19 ,566 ,853 ,144 - ,747 ,264 19,800
20 ,663 ,537 ,091 ,406 - ,357 23,200
* Mean = X of Adjusted scale values
N = 35
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TABLE 6.7
SAMPLE CHARACTERISTICS FOR GROUP BED (N=16 )
\
N Percentage Cumulative Me;anPercentage
AGE:
26-35 years 3 18,8 18,8
36-45 years 8 50,0 68,8 44,31
46-55 years 1 6,3 75,0
56-65 years 4 25,0 100,0
EDUCATION:
16 years 2 12,5 12,5
17 years 3 18,8 31 ,3
18 years 1 6,3 37,5 18,56
19 years 4 25,0 62,5
20 years 6 37~5 100,0
SEX:
Male 11 68,8
Female 5 31 ,3
TENURE (years in occupation)
Less than 2 years 4 25,0 25,0
2-5 years 5 31 ,3 56,3
6-10 years 2 12,5 68,8 8,44
11-20 years 4 25,0 93,8
21-30 years 1 6,3 100,0
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TABLE 6.8
MIQ GROUP STATISTICS FOR GROUP BED
Scale Mean* Standard Standard Kurtosis Skewness SumDeviation Error
1 1,706 ,504 ,126 - ,061 - ,560 27,300
2 1,825 ,683 ,171 - ,892 ,522 29,200
3 ,137 ,856 ,214 - ,668 - ,703 2,200
4 1,094 ,752 ,188 - ,631 ,190 17,500
5 - ,006 ,697 ,174 - ,469 - ,471 ,100
6 ,956 ,497 ,124 - ,664 ,198 15,300
7 ,706 ,807 ,202 - ,573 ,375 11,300
8 ,481 ,739 ,185 2,110 ,616 7,700
9 1,425 ,451 ,113 - ,657 ,556 22,800
10 ,194 ,884 ,221 - ,478 ,386 3,100
11 1,281 1,180 ,295 '-1,677 ,170 20,500
12 1,175 ,632 ,158 -1,097 ,319 18,800
13 ,994 ,615 ,154 ,355 - ,782 15,900
14 ,844 ,738 ,184 - ,828 ,280 13,500
15 1,606 ,910 ,227 ,573 - ,155 25,700
16 - ,463 ,783 ,196 ,706 ,935 - 7,400
17 ,669 ,953 ,238 4,559 1,765 10,700
18 ,563 ,486 ,121 ,816 - ,230 9,000
19 ,600 ,831 ,208 -1,225 ,232 9,600
20 ,950 ,691 ,173 - ,081 ,274 15,200
TCT 76,875 41,710 10,427 1,172 1,255 1230,000
-* Mean = X of Adjusted scale values
N 16
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TABLE 6.9
SA..\1PLECHARACTERISTICS FOR GROUP CED (N=17 )
N Percentage Cumulative MeanPercentage
AGE:
26-35 years 5 29,4 29,4
36-45 years 7 41 ,2 70,6 41,05
46-55 years 2 11 ,8 82,4
56-65 years 3 17,6 100,0
EDUCATION:
17 years 2 11 ,8 11 ,8
18 years 3 17,6 29,4 18,94
19 years 6 35,3 64,7
20 years 6 35,3 100,0
SEX:
Male 10 58,8
Female 7 41 ,2
TENURE (years in occupation)
Less than 2 years 4 23,5 23,5
2-5.years 8 47,1 70,6
6-10 years 2 11 ,8 82,4 6,66
11-20 years 2 11 ,8 94,1
21-30 years 1 5,9 100,0
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TABLE 6,10
MIQ GROUP STATISTICS FOR GROUP CED
Scale Mean* Standard Standard Kurtosis Skewness SumDeviation Error
1 1,700 ,598 ,149 ,022 ,805 27,200
2 1,906 ,503 ,126 ,359 ,556 30,500
3 ,075 ,737 ,184 2,680 - ,982 1,200
4 1,313 ,909 ,227 ,165 - ,496 21,000
5 - ,356 ,627 ,157 ,034 ,606 - 5,700
6 1,000 ,624 ,156 - ,134 - ,549 16,000
7 1,406 ,795 ,199 ,389 ,556 22,500
8 ,769 ,679 ,170 - ,729 - ,308 12,300
9 1,444 ,716 ,179 - ,926 - ,149 23,100
10 ,319 ,907 ,227 - ,727 - ,203 5,100
11 1,356 1,092 ,273 - ,850 - ,198 21,700
12 1,100 ,514 ,128 - ,041 ,172 17,600
13 1,156 ,798 ,200 ,446 ,467 18,500
14 1,594 ,537 ,134 -1,317 - ,350 25,500
15 ,837 ,829 ,207 - ,797 ,235 13,400
16 ,069 1,072 ,268 ,094 ,429 1,100.
17 ,731 ,971 ,243 2,072 ,627 11,700
18 ,369 ,812 ,203 ,129 - ,712 5,900
19 ,337 ,680 ,170 -1,046 - ,167 5,400
20 1,188 ,721 ,180 - ,863 ,348 19,000
TCT 63,294 69,085 16,756 13,246 3,460 1076,000
Mean = X of Adjusted scale values
N = 16 (One case was eliminated due to escessive TCT's).
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TABLE 6.11
MIQ GROUP STATISTICS FOR GROUPS BED + CED
Scale Mean* Standard Standard Kurtosis SkewnessDeviation Error Swn
1 1,703 ,544 ,096 - ,135 ,278 54,500
2 1,866 ,591 ,104 - ,540 ,452 59,700
3 ,106 ,787 ,139 ,304 - ,756 3,400
4 1,203 ,828 ,146 - ,373 - ,154 38,500
5 - ,181 ,676 ,120 - ,858 ,066 - 5,800
6 ,978 ,555 ,098 - ,369 - ,260 31,300
7 1,056 ,864 ,153 - ,097 ,316 33,800
8 ,625 ,713 ,126 ,175 ,137 20,000
9 1,434 ,589 ,104 - ,522 ,014 45,900
10 ,256 ,864 ,153 - ,787 ,073 8,200
11 1,319 1,119 ,198 -1,326 - ,001 42,200
12 1,138 ,568 ,100 - ,699 ,229 36,400
13 1,075 ,706 ,125 ,657 ,165 34,400
14 1,219 ,740 ,131 - ,909 - ,301 39,000
15 1,222 ,941 ,166 - ,365 ,110 39,100
16 - ,197 ,962 ,170 ,320 ,743 - 6,300
17 ,700 ,947 ,167 ,2464 1,120 22,400
18 ,466 ,666 ,118 1,046 - ,840 14,900
19 ,469 ,759 ,134 - ,870 ,189 15,000
20 1,069 ,705 ,125 - ,535 ,307 34,200
-Mean = X of Adjusted scale values
N 32
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TABLE 6.12
MIQ GROUP STATISTICS FOR GROUPS BEN + BED +
CED + CEN
Scale Mean* Standard Standard Kurtosis Skewness SumDeviation Error
1 1,687 ,672 ,082 ,568 ,544 113,000
2 1,800 ,645 ,079 1,087 ,834 120,000
3 ,276 ,761 ,093 ,725 - ,364 18,500
4 1,207 ,780 ,095 - ,008 - ,417 80,900
5 - ,140 ,851 ,104 - ,519 ,188 - 9,400
6 ,799 ,737 ,090 - ,177 - ,179 53,500
7 ,866 ,867 ,106 ,503 - ,183 58,000
8 ,569 ,728 ,089 ,419 - ,071 38,100
9 1,393 ,727 ,089 - ,381 ,262 93,300
10 ,240 ,799 ,098 - ,583 ,077 16,100
11 1,412 1,135 ,139 -1,325 - ,091 94,600
12 1,249 ,588 ,072 - ,094 ,015 83,700
13 1,169 ,753 ,092 ,011 ,150 78,300
14 1,075 ,725 ,089 - ,099 - ,430 72,000
15 1,055 ,936 ,114 - ,354 ,237 70,700
16 - ,133 ,966 ,118 - ,439 ,3;31 - 8,900
17 ,603 ,874 ,107 1,513 ,717 40,400
18 ,257 ,835 ,102 ,306 - ,290 17,200
19 ,519 ,805 ,098 - ,765 ,251 34,800
20 ,857 ,651 ,080 ,258 ,310 57,400
* Mean = X of Adjusted scale value
N = 67
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TABLE 6.13
DISTRIBUTION OF TOTAL CIRCULAR TRIAD (TCT) SCORES
FOR TOTAL SAMPLE
TCT Score Frequency Percentage CumulativePercentage
o - 15 2 2,94 2,94
16 - 30 9 13,24 16,18
31 I 45 12 17,65 33,83'"'!
46 - 60 14 20,59 54,42
61 - 75 8 11,76 66,18
76 - 90 11 16,18 82,36
91 - 105 2 2,94 85,30
106 - 120 4 5,88 91 ,18
121 - 135 1 1,47 92,65
136 - 150 0 0,00 92,65
151 - 165 2 2,94 95,59
166 - 180 1 1,47 97,06
181 - 195 0 0,00 97,06
196 - 210 0 0,00 97,06
211 - 225 1 1,47 98,53
226 - 254 0 0,00 98,53
255 - 320 (invalid) 1 1,47 100,00
N = 68
Mean = 68,941 Standard Deviation = 49,298
Standard Error = 5,978 Variance = 2430,265
Median = 54,500 Kurtosis = 9,622
Mode = 46,000 Skewness = 2,593
Range = 306,000 Sum = 4688,000
Minimum = 12,000 Maximum = 318,000
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6.3 RESULTS FROM MSQ MEASUREMENT
Each table supplies the group statistics for every subgroup.
For each scale of the MSQ, the mean of the raw scores is given,
plus the standard deviation, standard error and Hoyt reliabi=
lity coefficients. The fifth column presents the average re=
sponse to each MSQ scale, followed by an interpretation in the
sixth column.
The Hoyt reliability coefficients are measures of the internal
consistency reliability of the MSQ as estimated by the analysis-
of-variance method. For more detail regarding this analysis-of-
variance approach, please refer to Guilford (1954). The lowest
reported Hoyt reliability coefficient was 0,479 for scale 16 in
the case of group CEO, while the highest was 0,976 for scale 4
in the case of group BED.
The interpretation of the MSQ Scales was inferred from the
average response of the group to each scale. This method was
used because no suitable normative group was available for
interpretation of the MSQ results if the percentile method (al=
ready referred to in Chapter 5) was to be used. By calculating
the average item response on each scale, it was possible to
identify areas of greater or lesser satisfaction for the group,
as well as the approximate levels.
The average response to any scale was interpreted in the fol=
lowing manner:
AVERAGE RESPONSE SIGNIFICANCE
Any value between zero and 1,49 Not satisfied
Any value between 1,50 and 2,49 Only slightly satisfied
Any value between 2,50 and 3,49 Satisfied
Any value between 3,50 and 4,49 Very satisfied
Any value above 4,50 Extremely satisfied.
An analysis of the MSQ results indicates that the various
groups (and therefore the Sample as a whole) are Satisfied
with most aspects of their job. Aspects mentioned, are:
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Company policies
and practices
Compensation ••.•••••
Recognition ••••••••
Social status •••••••.
Advancement ••••••••• the chances for advancement in the job
Authority ••••••••• the chances to tell other people what to do
the way the company policies are put into
practice
the pay and amount of work done
the praise received for doing a good job
the chance to be "somebody" in the commu= .
nity
Working conditions •••the working conditions
However, some groups (for example CED en CEN) mentioned aspects
with which they were only slightly satisfied, namely:
Advancement ••••••••• the chances for advancement in the job
Compensation •.•••••• the pay and amount of work done
It was especially the latter scale which received most atten=
tion.
Aspects of the job of Teacher: Adult Education with which the
groups were very satisfied , include the following:
busy all the time
get along with each
Supervision-Human
Relations
Ability utilization •.the chance to do something that makes use
of my abilities
Activity .••••••••••• being able to keep
Co-workers •••.•••••• the way co-workers
other
Creativity •.•••••.•. the chance to try own methods of doing
the job
Independence ••••••.. the chance to work alone on the job
Moral values ...•••.• being able to do things that do not go
agains the conscience
Security ••••••••••.• the way the job provides for steady em=
ployment
Social service •••.•• the chance to do things for other people
the way the boss handles his men
The twenty-first scale included in the MSQ is a measure ofgene=
ral job satisfaction. Examining this scale in each table it is
evident that all the subgroups are generally satisfied with the
various aspects measured. This finding is contrary to that of
Barnes (1960) and Moore and Renck (1955), both mentioned by
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Costello and Lee (1974). These researchers revealed that profes=
sional employees have relatively unfavourable job attitudes and
express low job satisfaction.
TABLE 6.14
MSQ GROUP STATISTICS FOR GROUP BEN
Scale Mean* Standard Standard Hoyt Reli= Average SignificanceDeviation Error ability Response
1 17,200 2,876 1,160 0,837 3,44 Satisfied
2 16,900 2,511 1,053 0,824 3,38 Satisfied
3 17,900 3,478 0,800 0,947 3,58 Very Satisfied
4 13,050 3,471 0,872 0,937 2,61 Satisfied
5 14,700 2,677 0,781 0,915 2,94 Satisfied
6 13,900 3,905 0,971 0,938 2,78 Satisfied
7 12,400 3,315 1,053 0,899 2,48 Slightly Satisfied
\
8 15,500 2,212 1,042 0,778 3,10 Satisfied
9 18,100 1,889 0,930 0,758 3,62 Very Satisfied
10 17,200 2,142 0,975 0,793 3,44 Satisfied
11 17,700 3,164 1,063 0,887 3,54 Very Satisfied
12 14,700 3,466 0,837 0,942 2,94 Satisfied
13 16,350 2,477 1,077 0,811 3,27 Satisfied
14 16,450 3,220 0,992 0,905 3,29 Satisfied
15 16,950 2,373 0,818 0,881 3,39 Satisfied
16 15,750 2,511 0,839 0,888 3,15 Satisfied
17 15,400 4,604 1,092 0,944 3,08 Satisfied
18 15,150 3,870 0,897 0,946 3,03 Satisfied
19 15,850 2,739 0,951 0,880 3,17 Satisfied
20 17,600 3,926 0,630 0,974 3,52 Very Satisfied
21 64,000 8,316 2,748 0,891 2,56 Satisfied
*Mean = X of raw scores
N = 20
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TABLE 6.15
MSQ GROUP STATISTICS FOR GROUP CEN
Scale Mean* Standard Standard Hoyt Reli= Average SignificanceDeviation Error ability Response
1 17,333 3,848 0,886 0,947 3,47 Satisfied
2 17,333 4,044 1,237 0,906 3,55 Very Satisfied
3. 17,333 4,334 1,247 0,917 3,55 Very Satisfied
4 12,133 5,579 0,667 0,986 2,43 Slightly Satisfied
5 13,533 4,749 0,735 0,976 2,71 Satisfied
6 14,333 4,865 1,230 0,936 2,87 Satisfied
7 12,133 4,438 1,334 0,910 2,43 Slightly Satisfied
8 15,600 4,626 1,015 0,952 3,12 Satisfied
9 19,733 3,035 1,083 0,873 3,95 Very Satisfied
10 19,067 3,595 1,044 0,916 3,81 Very Satisfied
11 20,800 3,668 0,984 0,928 4,16 Very Satisfied
12 15,200 5,532 0,876 0,975 3,04 Satisfied
13 17,800 3,256 1,343 0,830 3,56 Very Satisfied
14 19,800 3,342 1,667 0,751 3,96 Very Satisfied
15 17,867 3,292 0,775 0,945 3,57 Very Satisfied
16 16,200 4,395 1,082 0,939 3,24 Satisfied
17 17,333 5,538 1,058 0,964 3,47 Satisfied
18 16,400 5,755 1,312 0,948 3,28 Satisfied
19 16,267 3,990 1,321 0,890 3,25 Satisfied
20 18,600 4,517 0,897 0,961 3,72 Very Satisfied
21 68,000 12,745 3,204 0,937 2,72 Satisfied
*Mean = X of raw scores
N = 15
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TABLE 6.16
MSQ GROUP STATISTICS FOR GROUP (BEN + CEN)
Scale Mean* Standard Standard Hoyt Reli= Average SignificanceDeviation Error ability Response
1 17,257 3,275 1,040 0,899 3,45 Satisfied
2 17,257 3,230 1,134 0,877 3,45 Satsified
3 17,829 3,808 1,006 0,930 3,56 Very Satisfied
4 12,657 4,445 0,782 0,969 2,53 Satisfied
5 14,200 3,693 0,768 0,957 2,84 Satisfied
6 14,086 4,280 1,081 0,936 2,82 Satisfied
7 12,286 3,777 1,178 0,903 2,46 Slightly Satisfied
8 15,543 3,398 1,019 0,910 3,11 Satisfied
9 18,800 2,541 1,004 0,844 3,76 Very Satisfied
10 18,000 2,961 0,998 0,886 3,60 Very Satisfied
11 19,029 3,682 1,017 0,924 3,80 Very Satisfied
12 14,914 4,402 0,852 0,963 2,98 Satisfied
13 16,971 2,885 1,256 0,811 3,39 Satisfied
14 17,886 3,636 1,379 0,856 3,58 Very Satisfied
15 17,343 2,796 0,805 0,917 3,47 Satisfied
16 15,943 3,395 0,983 0,916 3,19 Satisfied
17 16,229 5,042 1,083 0,954 3,24 Satisfied
18 15,686 4,733 1,090 0,947 3,14 Satisfied
19 16,029 3,285 1,113 0,885 3,20 Satisfied
20 18,029 4,155 0,766 0,966 3,60 Very Satisfied
21 65,714 10,467 2,986 0,919 2,63 Satisfied
-*Mean = X of raw scores
N = 35
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TABLE 6.17
MSQ GROUP STATISTICS FOR GROUP BED
Scale Mean* Standard Standard Hoyt Reli= Average SignificanceDeviation Error ability Response
1 17,375 4,080 0,981 0,942 3,47 Satisfied
2 16,688 3,825 1,348 0,876 3,34 Satisfied
3 18,813 3,582 1,175 0,892 3,76 Very Satisfied
4 14,188 5,307 0,820 0,976 2,84 Satisfied
5 15,438 3,265 1,130 0,880 3,09 Satisfied
6 15,688 4,159 1,012 0,941 3,14 Satisfied
7 13,313 3,301 1,010 0-,906 2,66 Satisfied
8 18,125 3,862 1,026 0,929 3,62 Very Satisfied
9 18,938 3,172 1,436 0,795 3,79 Very Satisfied
10 17,688 2,845 1,251 0,807 3,54 Very Satisfied
11 20,813 3,124 1,300 0,827 4,16 Very Satisfied
12 15,250 3,296 0,948 0,917 3,05 Satisfied
13 18,063 2,816 1,415 0,748 3,61 Very Satisfied
14 18,875 2,754 1,237 0,798 3,77 Very Satisfied
15 18,813 3,781 0,932 0,939 3,76 Very Satisfied
16 16,125 3,897 1,162 0,911 3,22 Satisfied
17 17,813 4,430 1,612 0,868 3,56 Very Satisfied
18 18,063 4,343 1,228 0,920 3,61 Very Satisfied
19 17,313 3,591 1,440 0,839 3,46 Satisfied
20 16,750 3,568 0,898 0,937 3,35 Satisfied
21 69,188 9,189 3,099 0,886 2,77 Satisfied
*Mean = X of raw scores
N = 16
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TABLE 6.18
MSQ GROUP STATISTICS FOR GROUP CED
Scale Mean * Standard Standard Hoyt Reli= Average SignificanceDeviation Error ability Response
1 17,824 4,720 0,875 0,972 3,56 Very Satisfied
2 17,412 3,809 1,344 0,876 3,48 Satisfied
3 18,588 4,611 1,080 0,945 3,72 Very Satisfied
4 , 14,529 4,771 0,867 0,967 2,90 Satisfied
5 15,824 3,575 1,337 0,860 3,16 Satisfied
6 14,941 3,112 1,375 0,805 2,99 Satisfied
7 12,059 4,023 1,154 0,918 2,41 Slightly Satisfied
8 19,000 2,574 1,101 0,817 3,80 Very Satisfied
9 18,824 3,746 1,103 0,913 3,76 Very Satisfied
10 18,471 3,744 1,324 0,875 3,69 Very Satisfied
11 20,471 4,002 1,229 0,906 4,09 Very Satisfied
12 15,294 3,670 0,928 0,936 3,06 Satisfied
13 17,941 3,455 1,490 0,814 3,59 Very Satisfied
14 20,529 3,676 1,207 0,892 4,10 Very Satisfied
15 18,824 4,019 0,923 0,947 3,76 Very Satisfied
16 15,824 2,455 1,773 0,479 3,16 Satisfied
17 18,471 4,875 1,462 0,910 3,69 Very Satisfied
18 17,059 3,750 1,398 0,861 3,41 Satisfied
19 17,235 3,615 1,427 0,844 3,45 Satisfied
20 16,941 3,344 1,080 0,896 3,39 Satisfied
21 70,118 10,845 3,387 0,902 2,80 Satisfied
*Mean = X of raw scores
N = 17
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TABLE 6.19
MSQ GROUP STATISTICS FOR GROUP (BED + CED)
.Scale Mean* Standard Standard Hoyt Reli= Average SignificanceDeviation Error ability Response
1 17,606 4,358 0,909 0,957 3,52 Very Satisfied
2 17,061 3,774 1,326 0,877 3,41 Satisfied
3 18,697 4,081 1,115 0,925 3,74 Very Satisfied
4 14,364 4,961 0,834 0,972 2,87 Satisfied
5 15,636 3,380 1,285 0,856 3,13 Satisfied
6 15,303 3,618 1,222 0,886 3,06 Satisfied
7 12,667 3,688 1,081 0,914 2,53 Satisfied
8 18,576 3,241 1,068 0,891 3,71 Very Satisfied
9 18,879 3,426 1,281 0,860 3,77 Very Satisfied
10 18,091 3,311 1,286 0,849 3,62 Very Satisfied
11 20,636 3,552 1,278 0,870 4,13 Very Satisfied
12 15,273 3,439 0,936 0,926 3,05 Satisfied
13 18,00 3,112 1,475 0,775 3,60 Very Satisfied
14 19,727 3,319 1,216 0,866 3,94 Very Satisfied
15 18,818 3,844 0,915 0,943 3,76 Very Satisfied
16 15,970 3,187 1,498 0,779 3,19 Satisfied
17 18,152 4,604 1,551 0,887 3,63 Very Satisfied
18 17,545 4,016 1,319 0,892 3,51 Very Satisfied
19 17,273 3,547 1,417 0,840 3,45 Satisfied
20 16,848 3,401 1,012 0,912 3,37 Satisfied
21 69,667 9,930 3,244 0,893 2,79 Satisfied
*Mean = X of raw scores
N = 33
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TABLE 6,20
MSQ GROUP STATISTICS FOR GROUP (BEN + BED + CEN + CEO)
Scale Mean* , Standard Standard Hoyt Reli= Average SignificanceDeviation Error ability Response
1 17,426 3,814 0,985 0,933 3,48 Satisfied
2 17,162 3,480 1,241 0,873 3,43 Satisfied
3 18,250 3,937 1,058 0,928 3,65 Very Satisfied
4 13,485 4,746 0,807 0,971 2,70 Satisfied
5 14,897 3,592 1,051 0,914 2,98 Satisfied
6 14,676 3,990 1,146 0,917 2,93 Satisfied
7 12,471 3,712 1,130 0,907 2,49 Slightly Satisfied
8 17,015 3,634 1,039 0,918 3,40 Satisfied
9 18,838 2,981 1,141 0,854 3,77 Very Satisfied
10 18,044 3,112 1,151 0,863 3,61 Very Satisfied
11 19,809 3,682 1,161 0,901 3,96 Very Satisfied
12 15,088 3,939 0,892 0,949 3,02 Satisfied
13 17,471 3,020 1,373 0,793 3,49 Satisfied
14 18,779 3,582 1,301 0,868 3,75 Very Satisfied
15 18,059 3,403 0,874 0,934 3,61 Very Satisfied
16 15,956 3,271 1,256 0,853 3,19 Satisfied
17 17,162 4,895 1,347 0,924 3,43 Satisfied
18 16,588 4,466 1,209 0,927 3,32 Satisfied
19 16,632 3,446 1,262 0,866 3,33 Satisfied
20 17,456 3,826 0,894 0,945 3,49 Satisfied
21 67,632 10,327 3,142 0,907 2,71 Satisfied
*Mean = X of raw scores
N = 68
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6.4 RESULTS FROM MJDQ MEASUREMENT
Following the statistical rationale and approach mentioned in
the previous chapter, the summary statistics, in the tables
to follow, supply all the necessary information on the scoring
of the MJDQ. Statistics supplied for each scale are the fol=
lowing: the adjusted scale value, standard error, P- and Q-
values and unadjusted scale values.
The adjusted scale values are used to plot the profile on the
page following each table containing summary statistics. These
scale values are based on the mean number of votes for each
stimulus or scale and then adjusted with respect to the neutral
point. The highest adjusted scale value reported in the pre= .
sent study is +1,63 for group AED on the Ability utilization
scale, while lowest value is -0,66 for the same group on the
Authority scale.
Each profile is plotted on a scale which ranges from -1,5
through to +2,5 in intervals of 0,5. These graphic profiles
give a picture of the reinforcer characteristics of the work
environment, be it in a positive or negative sense.
The levels of the reinforcers vary between highly and moderate=
ly descriptive. An analysis of the various ORP profiles shows
that Ability utilization and Security are the only reinforcers
mentioned as highly descriptive characteristics of the job of
Teacher:Adult Education.
Reinforcers described as not typical of this occupation, are
Compensation (are not paid well in comparison with other wor=
kers), Authority (do not tell other people what to do) and
Supervision-technical (do not have bosses who train their men
well). This links with the MIQ preferences of the subjects,
especially with regard to the latter two scales.
Following each profile the descriptive characteristics of the
work environment is printed, next to the scale number and name.
The following appear to be typical moderately descriptive charac=
teristics of the occupation researched:
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People in the job of Teacher: Adult Education:
plan their work with little supervision (autonomy)
make use of their own abilities (ability utilization)
have work where they do things for other people (social
service)
make decisions on their own (responsibility)
have good working conditions (working conditions)
have steady employment (security)
get a feeling of accomplishment (achievement)
try out their own ideas (creativity)
have opportunities for advancement (advancement).
A superficial matching of this data and that of the MIQ indi=
cates correspondence between some of the scales. For example,
Ability Utilization and Achievement are rated as two highly
important needs, whereas the same scales are rated as descrip=
tive (though in a moderate sense) of the work environment.
In order to test the first hypothesis, which states that there
are no differences in the ratings of employees and supervisors,
t-values were calculated, utilizing the adjusted scale values
and standard errors of each subgroup. These t-values are ta=
bulated in tables 6.32 to 6.38. The majority of these values
proved to be insignificant. Only 10 or 6,80 percent of the
147 t-values were significant (on either the ,05 or,01 levels).
When the employee and supervisor scale values were correlated
(Pearson product moment) the following results were found:
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a correlation of 0,91 was calculated between CEN and AEN
a correlation of 0,89 was calculated between CEO and AED
These findings indicate substantial agreement between employ=
ees and supervisors. From the foregoing results it is thus
evident that the first null-hypothesis cannot be rejected.
Apart from the similarity in ORP ratings between subgroups
within each faculty (engineering and education) analyses show
that there are no significant inter-faculty differences in
ORP ratings. A correlation of 0,84 was calculated between
the adjusted scale values of AEN and AED, while a correlation
of 0,90 was calculated between the values of CEN and CEO.
Again the findings indicate substantial agreement, however,
in this case between faculties (or various rater groups) with=
in the same work environment. Due to these findings the se=
cond null-hypothesis (4.2), which states that there are no
differences in the ORP ratings of various employee- and super=
visor rater groups within the same work environment, cannot
be rejected.
This profile similarity can be attributed to a number of
reasons. One of the variables may be the homogeneity of the
sample (or subgroups). Taking tenure (that is years of
service in the occupation) into account, as a possible con=
tributor, it is found that 7,4 is the average number of years
the raters have been employed in the occupation. Another
possible reason may be the high educational level of the sub=
jects, together with their possible objective and critical
outlook and handling of matters. All this must have equipped
them with sufficient knowledge to rate the job of Teacher:
Adult Education.
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TABLE 6.21
SAMPLE CHARACTERISTICS FOR GROUP AEN (N=10)
N Percentage Cumulative MeanPercentage
AGE:
26-35 years 1 10,0 10,0
36-45 years 6 60,0 70,0
46-55 years 2 20,0 90,0 45,50
56-65 years 1 10,0 100,0
EDUCATION:
17 years 1 10,0 10,0
19 years 9 90,0 100,0 18,80
SEX:
Male 10 100,0 100,0
Female 0 0 0
TENURE (years in occupation)
Less than 2 years 2 20,0 20,0
2-5 years 5 50,0 70,0 5,35
6-10 years 2 20,0 90,0
21-30 years 1 10,0 100,0
YEARS AS SUPERVISOR: 7,13
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TABLE 6.22
SUMMARY STATISTICS FOR GROUP AEN
Adjust= Unadjust=ed va= lSE +lSE P Q
lue ed value
1. Ability Utilization 1,58 1,44 1,73 0,00 5,77 ,8
2. Achievement 1,32 1,17 1,49 0,00 4,13 ,6
3. Activity ,91 ,75 1,08 ,10 2,46 ,2
4. Advancement - ,06 - ,24 ,10 ,80 ,16 - ,7
5. Authority - ,51 - ,78 - ,32 ,90 1,24 -1,4
6. Company Policies ,34 ,22 ,46 ,20 1,08 - ,3
7. Compensation - ,51 - ,72 - ,35 ,90 1,41 -1,2
8. Co-workers ,76 ,66 ,87 ,10 2,72 ,0
9. Creativity 1,27 1,13 1,42 0,00 4,12 ,5
10. Independence ,80 ,60 1,00 ,30 1,79 ,0
11. Moral Values ,74 ,54 ,94 0,00 1,67 ,0
12. Recognition ,75 ,56 ,95 ,10 1,75 ,0
13. Responsibility 1,19 1,10 1,29 0,00 4,84 ,4
14. Security 1,28 1,09 1,50 0,00 3,29 ,5
15. Social Service 1,19 ,96 1,45 ,10 2,58 ,4
16. Social Status ,79 ,58 1,00 ,10 1,73 ,0
17. Sup-Human Relations ,24 ,11 ,37 ,40 ,75 - ,4
18. Supervision Tech. - ,03 - ,20 ,12 ,60 ,80 - ,7
19. Variety ,58 ,42 ,74 ,10 1,51 - ,1
20. Working Conditions 1,30 1,14 1,46 0,00 3,94 ,5
21. Autonomy 1,45 1,32 1,60 0,00 5,10 ,7
Adjusted Neutral 0,000 ,78 ,74-Point
Unadjusted Neutral ,718 ,796 ,644- - -Point
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PROFILE 6.9
ORP FOR GROUP AEN
-1,5 -1,0 -0,5 0,0 0,5 1,a 1,5 2,0 2,5
Ability Utilization 1
Achievement 2
Activity 3
Advancement 4
Authority 5
Company Policies 6
Compensation 7
Co-workers 8
Creativity 9
Independence 10
Moral Values 11
Recognition 12
Responsibility 13
Security 14
Social Service 15
Social Status 16
Sup-Human Relations 17
Supervision-Tech 18
Variety 19
Working Conditions 20
Autonomy 21
-1,5 -1,0 -0,5 0,0 0,5 1,a 1,5 2,0 2,5
N = 10 Supervisors
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DESCRIPTIVE CHARACTERISTICS OF
ORP AS RATED BY 10
HIGHLY DESCRIPTIVE CHARACTERISTICS
THE JOB OF
SUPERVISORS
SCALE NAME
AEN GROUP
Workers on the job of AEN Group ORP
Make use of their individual abilities
MODERATELY DESCRIPTIVE CHARACTERISTICS
Workers on the job of AEN Group ORP
Plan their work with little supervision
Get a feeling of accomplishment
Have good working conditions
Have steady employment
Try out their own ideas
Make decisions on their own
Have work where they do things for other people
Do not tell other workers what to do
Are not paid well in comparison with other
workers
Do not have opportunities for advancement
1 Ability Utilization
SCALE NAME
21 Autonomy
2 Achievement
20 Working Conditions
14 Security
9 Creativity
13 Responsibility
15 Social Service
5 Authority
7 Compensation
4 Advancement
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TABLE 6.23
SUMMARY STATISTICS FOR GROUP CEN
Adjust= Unadjust=ed va= -lSE +SE P Q ed valuelue
I. Ability Utilization 1,20 1,06 1,35 0,00 2,65 ,5
2. Achievement ,72 ,58 ,86 ,21 1,46 ,0
3. Activity ,69 ,50 ,88 ,36 1,18 ,0
4. Advancement ,24 ,03 ,44 ,57 ,39 - ,4
5. Authority ,07 - ,14 ,25 ,64 ,11 - ,5
6. Company Policies ,45 ,27 ,62 ,29 ,79 - ,2
7. Compensation - ,28 - ,54 - ,07 ,93 ,43 - ,9
8. Co-workers ,55 ,42 ,67 ,14 1,18 - ,1
9. Creativity ,96 ,80 1,13 ,07 1,86 ,3
10. Independence 1,10 ,96 1,25 0,00 2,35 ,4
1I. Moral Values ,82 ,69 ,96 0,00 1,77 ,1
12. Recognition ,46 ,30 ,62 ,43 ,87 - ,1
13. Respons ibili ty 1,13 ,98 1,28 ,07 2,40 ,4
14. Security 1,06 ,90 1,23 0,00 2,11 ,4
15. Social Service 1,18 1,00 1,39 0,00 2,18 ,5
16. Social Status ,41 ,23 ,59 ,29 ,72 - ,2
17. Sup-Human Relations ,41 ,31 ,50 ,29 ,97 - ,2
18. Supervision-Tech. - ,01 - ,19 ,15 ,50 ,02 - ,6
19. Variety ,51 ,34 ,66 ,43 ,94 - ,1
20. Working Conditions 1,12 ,98 1,26 0,00 2,47 - ,4
2I. Autonomy 1,30 1,18 1,43 0,00 3,12 ,6
Adjusted Neutral 0,000 ,US ,124-Point
Unadjusted Neutral ,644 ,779 ,520- - -Point
Stellenbosch University http://scholar.sun.ac.za
107
PROFILE 6.10
ORP FOR GROUP CEN
-1,5 -1,0 -0,5 0,0 0,5 1,0 1,5 2,0 2,5
Ability Utilization 1
Achievement 2
Activity 3
Advancement 4
Authority 5
Company Policies 6
Compensation 7
Co-workers 8
Creativity 9
Independence 10
Moral Values 11
Recognition 12
Responsibility 13
Security 14
Social Service 15
Social Status 16
Sup-Human Relations 17
Supervision-Tech 18
Variety 19
Working Conditions 20
Autonomy 21
-1,5 -1,0 -0,5 0,0 0,5 1,0 1,5 2,0 2,5
N = 14 ~upervisors
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CHARACTERISTICS OF
ORP AS RATED BY
THE JOB OF
14 SUPERVISORS
CEN GROUP
HIGHLY DESCRIPTIVE CHARACTERISTICS
Workers on the job of CEN Group ORP
NONE
MODERATELY DESCRIPTIVE CHARACTERISTICS
SCALE NAME
Workers on the job of CEN Group ORP
Plan their work with little supervision
Make use of their individual abilities
Have work where they do things for other people
Make decisions on their own
Have good working conditions
Do their work alone
Have steady employment
Are not paid well in comparison with other
workers
Do not tell other workers what to do
21 Autonomy
1 Ability Utilization
15 Social Service
13 Responsibility
20 'Working Conditions
10 Independence
14 Security
7 Compensation
5 Authority
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TABLE 6,24
SAMPLE CHARACTERISTICS FOR GROUP AED (N=7)
N Percentage Cumulative MeanPercentage
AGE:
36-45 years 2 28,6 28,6
46-55 years 3 42,9 71,4 51.,57
56-65 years 2 28,6 100,0
EDUCATION:
19 years 6 85,7 85,7 19,4
20 years 1 14,3 100,0
SEX:
Male 7 100,0 100,C
Female 0 0 0
TENURE (years in occupation)
2-5 years 2 28,6 28,6
6-10 years 3 42,9 71,4
11-20 years 1 14,3 85,7 11 ,92
31 or more 1 14,3 100,0
YEARS AS SUPERVISOR 11,31
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TABLE 6.25
SUMMARY STATISTICS FOR GROUP AED
Adjust= Unadjust=ed va= -lSE +1SE P Q
lue ed value
1. Ability Utilization 1,63 1,45 1,86 0,00 4,76 - ,9
2. Achievement 1,13 ,92 1,36 0,00 2,65 ,3
3. Activity ,65 ,30 ,99 ,43 1,02 - ,0
4. Advancement 1,18 ,96 1,43 0,00 2,70 ,4
5. Authority ,66 ,80 ,54 ,71 1,93 -1,4
6. Company Policies ,40 ,25 ,54 ,14 1,09 - ,3
7. Compensation ,10 - ,14 ,31 ,57 ,22 - ,6
8. Co-workers ,65 ,48 ,81 ,14 1,68 - ,0
9. Creativity 1,18 1,04 1,33 0,00 3,64 ,4
10. Independence ,43 ,20 ,64 ,43 ,92 - ,3
11. Moral Values ,84 ,61 1,08 0,00 1,77 ,1
12. Recognition ,73 ,48 ,97 ,14 1,47 - ,0
13. Responsibility 1,01 ,81 1,22 ,14 2,40 .,2
14. Security 1,24 1,02 1,48 0,00 2,94 ,5
15. Social Service 1,11 ,81 1,45 ,29 2,02 ,3
16. Social Status ,71 ,57 ,85 0,00 2,08 - ,0
17. Sup-Human Relations ,43 ,14 ,70 ,43 ,79 - ,3
18. Supervision-Tech. 0,00 - ,25 ,21 ,71 0,00 - ,7
19. Variety ,48 ,32 ,64 ,29 1,27 - ,2
20. Working Conditions 1,20 ,95 1,49 ,14 2,53 ,4
21. Autonomy 1,50 1,34 1,67 0,00 4,64 ,7
Adjusted Neutral 0,000 ,137 ,124-Point
Unadjusted Neutral ,737 ,874 ,613- - -Point
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PROFILE 6.11
ORP FOR GROUP AED
-1,5 -1,0 -0,5 0,0 0,5 1,0 1,5 2,0 2,5
Ability Utilization 1 N
Achievement 2 N
Activity 3 N
Advancement 4 N
Authority 5
Company Policies 6
Compensation 7
Co-workers 8
Creativity 9
. Independence 10
Moral Values 11
Recognition 12
Responsibility 13
Security 14
Social Service 15
Social Status 16
Sup-Human Relations 17
Supervision-Tech 18
Variety 19
Working Conditions 20
Autonomy 21
-1,5 -1,0 -0,5 0,0 0,5 1,0 1,5 2,0 2,5
N 7 Supervisors
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DESCRIPTIVE CHARACTERISTICS OF
ORP AS RATED BY 17
HIGHLY DESCRIPTIVE CHARACTERISTICS
THE JOB OF
SUPERVISORS
SCALE NAME
AED GROUP
Workers on the job of AED Group ORP
Make use of their individual abilities
MODERATELY DESCRIPTIVE CHARACTERISTICS
Workers on the job of Am Group ORP
Plan their work with little supervision
Have steady employment
Have good working conditions
Try out their own ideas
Have opportunities for advancement
Get a feeling of accomplishment
Make decisions on their own
Do not tell other workers what to do
Do not have bosses who train the workers well
1 Ability Utilization
SCALE NAME
21 Autonomy
14 Security
20 Working Conditions
9 Creativity
4 Advancement
2 Achievement
13 Responsibility
5 Authority
18 Supervision-Tech.
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TABLE 6.26
SUMMARY STATISTICS FOR GROUP CED
Adjust= Unadjust=ed va= -1SE +1SE P Q
lue ed value
l. Ability Utilization 1,45 1,32 1,59 0,00 3,61 ,7
2. Achievement 1,09 ,93 1,27 ,19 2,14 ,3
3. Activity ,90 ,75 1,05 ,31 1,86 ,1
4. Advancement ,44 ,28 ,59 ,31 ,85 - ,2
5. Authority - ,32 - ,46 - ,20 ,88 ,69 -1,0
6. Company Policies ,48 ,35 ,60 ,13 1,07 - ,2
7. Compensation ,12 - ,01 ,25 ,50 ,27 - ,6
8. Co-workers ,86 ,73 ,99 0,00 1,91 ,1
9. Creativity 1,12 1,01 1,23 0,00 2,84 ,3
10. Independence ,78 ,60 ,96 ,25 1,40 ,0
1l. Moral Values ,76 ,60 ,92 0,00 1,45 ,0
12. Recognition ,57 ,43 ,71 ,31 1,20 - ,1
13. Responsbility 1,09 ,98 1,21 ,06 2,79 ,3
14. Security 1,52 1,37 1,68 0,00 3,61 ,7
15. Social Service 1,13 ,99 1,28 ,06 2,52 ,4
16. Social Status ,45 ,29 ,61 ,31 ,85 - ,2
17. Sup-Human Relations ,32 ,13 ,49 ,19 ,56 - ,4
18. Supervision-Tech. - ,10 - ,24 ,03 ,63 ,20 - ,8
19. Variety ,68 ,53 ,82 ,38 1,39 - ,0
20. Working Conditions 1,25 1,12 1,39 ,06 2,95 ,5
2l. Autonomy 1,30 1,16 1,46 ,06 2,93 ,5
Adjusted Neutral 0,000 - ,109 ,101Point
Unadjusted Neutral
Point - ,729 - ,838 - ,528
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PROFILE 6.12
ORP FOR GROUP CED
-1,5 -1,0 -0,5 0,0 0,5 1,° 1,5 2,0 2,5
Ability Utilization 1
Achievement 2
Activity 3
Advancement 4
Authority 5
Company Policies 6
Compensation 7
Co-Workers 8
Creativity 9
Independence 10
Moral Values 11
Recognition 12
Responsibility 13
Security 14
Social Service 15
Social Status 16
Sup-Human Relations 17
Supervision-Tech 18
Variety 19
Working Conditions 20
Autonomy 21
-1,5 -1,0 -0,5 0,0 0,5 1,0 1,5 2,0 2,5
N = 16 Supervisors
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DESCRIPTIVE
ORP
CHARACTERISTICS
AS RATED BY
OF
16
THE JOB OF
SUPERVISORS
CED GROUP
HIGHLY DESCRIPTIVE CHARACTERISTICS
Workers on the job of CED Group ORP
Have steady employment
MODERATELY DESCRIPTIVE CHARACTERISTICS
SCALE NAME
14 Security
Workers on the job of CEO Group ORP
Mak~ use of their individual abilities
Plan their work with little supervision
Have good working conditions
Have work where they do things for other people
Try out their own ideas
Get a feeling of accomplishment
Make decisions on their own
Do not tell other workers what to do
Do not have bosses who train the workers well
1 Ability Utilization
21 Autonomy
20 Working Conditions
15 Social Service
9 Creativity
2 Achievement
13 Responsibility
5 Authority
18 Supervision-Tech.
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TABLE 6.27
COMBINED SAMPLE CHARACTERISTICS FOR GROUP (AEN+AED) (N=17)
N Percentage Cumulative MeanPercentage
AGE:
26-35 years 1 5,88 4,88
36-45 years 8 47,06 52,94
46-55 years 5 29,41 82,35 48,00
56-55 years 3 17,65 100,00
EDUCATION:
17 years 1 5,88 5,88
18 years 0 0,00 5,88 18,94
19 'years 15 88,24 94,12
20 years 1 5,88 100,00
SEX:
Male 17 100 100
Female 0 0 0
TENURE (years in occupation)
Less than 2 years 2 11,76 11,76
2-5 'years 7 41,18 52,94
6-10 years 5 29,41 82,35 8,05
11-20 years 1 5,88 88,23
21-30 1 5,88 94,11
31 or more 1 5,88 100,00
YEARS AS SUPERVISOR 8,85
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TABLE 6.28
SUMMARY STATISTICS FOR GROUPS. AEN + AED
Adjust= Unadjust=ed va= -lSE +lSE P Q
lue ed value
l. Ability Utilization 1,60 1,49 1,72 0,00 5,44 ,8
2. Achievement 1,24 1,12 1,37 0,00 3,45 ,5
3. Activity ,80 ,64 ,97 ,24 1,67 ,0
4. Advancement ,49 ,30 ,67 ,47 ,91 - ,2
5. Authority - ,57 - ,73 - ,44 ,82 1,44 -1,3
6. Company Policies ,37 ,27 ,46 ,18 1,12 - ,3
7. Compensation - ,22 - ,39 - ,07 ,76 ,50 - ,9
8. Co-workers ,72 ,63 ,81 ,12 2,25 - ,0
9. Creativity 1,23 1,13 1,34 0,00 4,00 ,5
10. Independence ,65 ,50 ,80 ,35 1,42 - ,0
1l. Moral Values ,78 ,64 ,93 0,00 1,76 ,0
12. Recognition ,74 ,60 ,89 ,12 1,68 ,0
13. Responsibility 1,11 1,01 1,22 ,06 3,45 ,3
14. Security 1,26 1,12 1,42 0,00 3,22 ,5
15. Social Service 1,16 ,98 1,35 ,18 2,39 ,4
16. Social Status ,76 ,62 ,89 ,06 1,84 ,0
17. Sup-Human Relations ,32 ,18 ,45 ,41 ,76 - ,4
18. Supervision-Tech. - ,02 - ,15 ,10 ,65 ,04 - ,7
19. Variety ,54 ,43 ,65 ,18 1,44 - ,1
20. Working Conditions 1,26 1,12 1,40 ,06 3,28 ,5
2l. Autonomy 1,47 1,37 1,58 0,00 5,03 ,7
Adjusted Neutral 0,000 - ,069 ,066Point
Unadjusted Neutral - ,726 - ,795 - ,660Point
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PROFILE 6.13
ORP FOR GROUPS AEN + AED
-1,5 -1,0 -0,5 0,0 0,5 1,0 1,5 2,0 2,5
Ability Utilization 1
Achievement 2
Activity 3
Advancement 4
Authority 5
Company Policies 6
Compensation 7
Co-Workers 8
Creativity 9
Independence 10
Moral Values 11
Recognition 12
Responsibility 13
Security 14
Social Service 15
Social Status 16
Sup-Human Relations 17
Supervision Tech 18
Variety 19
Working Conditions 20
Autonomy 21
-1,5 -1,0 -0,5 0,0 0,5 1,0 1,5 2,0 2,5
N 17 Supervisors
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GROUP
119
CHARACTERISTICS
ORP AS RATED
OF
BY.
THE
17
JOB OF AEN + AED
SUPERVISORS
HIGHLY DESCRIPTIVE CHARACTERISTICS
Workers on the job of AEN + AED Group ORP
Make use of their individual abilities
MODERATELY DESCRIPTIVE CHARACTERISTICS
Workers on the job of AEN + AED Group ORP
Plan their work with little supervision
Have steady employment
Have good working conditions
Get a feeling of accomplishment
Try out their own ideas
Have work where they do things for other people
Make decisions on their own
Do not tell other workers what to do
Are not paid well in comparison with other
workers
Do not have bosses who train the workers well
SCALE NAME
1 Ability Utilization
SCALE NAME
21 Autonomy
14 Security
20 Working Conditions
2 Achievement
9 Creativity
15 Social Service
13 Responsibility
5 Authority
7 Compensation
18 Supervision-Tech.
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TABLE 6.29
COMBINED SAMPLE CHARACTERISTICS FOR GROUP (CEN+CED) (N=31)
N Percentage Cumulative MeanPercentage
AGE:
18-25 years 1 3,23 3,23
26,35 years 14 45,16 48,39
36-45 years 9 29,03 77,42 38,35
46-55 years 4 12,90 90,32
56-65 years 3 9,68 100,00
EDUCATION:
17 years 8 25,81 25,81
18 years 3 9,68 35,49 18,71
19 years 10 32,26 67,75
20 years 10 32,26 100,00
SEX:
Male 24 77,42
Female 7 22,58
TENURE (years in occupation)
Less than 2 years 7 22,58 22,58
2-5 years 15 48,39 70,97 5,69
6-10 years 5 16,13 87,10
11-20 years 3 9,68 96,78
21-30 years 1 3,23 100,00
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TABLE 6.30
SUMMARY STATISTICS FOR G~OUPS CEN + CEO
Adjust= Unadjust=ed va= -lSE +lSe P Q
lue ed value
1. Ability utilization 1,33 1,24 1,43 0,00 3,15 ,6
2. Achievement ,92 ,80 1,03 ,20 1,82 ,2
3. Activity ,80 ,69 ,92 ,33 1,52 ,1
4. Advancement ,35 ,22 ,47 ,43 ,62 - ,3
5. Authority - ,12 - ,25 ,00 ,77 ,21 - ,8
6. Company Policies ,46 ,36 ,56 ,20 ,92 - ,2
7. Compensation - ,OS - ,18 ,06 ,70 ,10 - ,7
8. Co-workers ,71 ,62 ,80 ,07 1,56 ,0
9. Creativity 1,04 ,95 1,14 ,03 2,32 ,3
10. Independence ,92 ,80 1,04 ,13 1,76 ,2
11. Moral Values ,79 ,68 ,89 0,00 1,60 ,1
12. Recognition ,52 ,42 ,62 ,37 1,05 - ,1
13. Responsibility 1,11 1,02 1,20 ,07 2,61 ,4
14. Security 1,29 1,18 1,41 0,00 2,78 ,6
15. Social Service 1,15 1,04 1,27 ,03 2,36 ,4
16. Social Status ,44 ,32 ,55 ,30 ,80 - ,2
17. Sup-Human Relations ,36 ,26 ,46 ,23 ,71 - ,3
18. Supervision-Tech. - ,OS - ,16 ,OS ,57 ,11 - ,7
19. Variety ,60 ,49 ,70 ,40 1,18 - ,0
20. Working Conditions 1,19 1,09 1,28 ,03 2,75 ,5
21. Autonomy 1,30 1,20 1,40 ,03 3,03 ,6
Adjusted Neutral 0,000 - ,084 ,079Point
Unadjusted Neutral ,689 ,773 -,610- -Point
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PROFILE 6.14
ORP FOR GROUPS CEN + CED
-1,5 -1,0 -0,5 0,0 0,5 1,0 1,5 2,0 2,5
Ability Utilization 1
Achievement 2
Activity 3
Advancement 4
Authority 5
Company Policies 6
Compensation 7
Co-workers 8
Creativity 9
Independence 10
Moral Values 11
Recognition 12
Responsibility 13
Security 14
Social Service 15
Social Status 16
Sup-Human Relations 17
Supervision-Tech 18
Variety 19
Working Conditions 20
Autonomy 21
-1,5 -1,0 -0,5 0,0 0,5 1,0 1,5 2,0 2,5
N = 30 Supervisors
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GROUP
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CHARACTERISTICS
ORP AS RATED
OF
BY
THE
30
JOB OF CEN + CEO
SUPERVISORS
HIGHLY DESCRIPTIVE CHARACTERISTICS
Workers on the job of CEN + CEO Group ORP
NONE
MODERATELY DESCRIPTIVE CHARACTERISTICS
Workers on the job of CEN + CEO Group ORP
SCALE NAME
NONE
SCALE NAME
Make use of their individual abilities 1 Ability Utilization
Plan their work with little supervision 21 Autonomy
Have steady employment. 14 Security
Have good working conditions 20 Working Conditions
Have work where they do things for other people 15 Social Service
Make decisions on their own 13 Responsibility
Try out their own ideas 9 Creativity
Do not tell other workers what to do
Are not paid well in comparison with other
workers
5 Authority
7 Compensation
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TABLE 6.31
SUMMARY STATISTICS FOR GROUPS AED + CED +
AEN + CEN
Adjust= Unadjust=ed va= -lSE +1SE P Q
lue ed value
1. Ability utilization 1,42 1,35 1,50 0,00 3,70 ,72
2~ Achievement 1,03 ,94 1,12 ,13 2,23 ,33
3. Activity ,80 ,71 ,90 ,30 1,57 ,10
4. Advancement ,40 ,29 ,50 ,45 ,72 - ,30
5. Authority - ,25 - ,36 - ,16 ,79 ,48 - ,96
6 •. Company Policies ,43 ,35 ,50 ,19 ,96 - ,27
7. Compensation - ,11 - ,21 - ,02 ,72 ,21 - ,81
8. Co-workers ,71 ,65 ,78 ,09 1,74 ,01
9. Creativity 1,11 1,04 1,18 ,02 2,75 ,41
10. Independence ,82 ,73 ,92 ,21 1,62 ,12
11- Moral Values ,79 ,70 ,87 0,00 1,65 ,08
12. Recognition ,60 ,52 ,68 ,28 1,25 - ,10
13. Responsibility 1,11 1,04 1,18 ,06 2,85 ,41
14. Security 1,~8; 1,20 1,37 0,00 2,92 ,58
15. Social Service 1,15 1,06 1,26 ,09 2,37 ,45
16. Social Status ,55 ,46 ,64 ,21 1,10 - ,15
17. Sup-Human Relations ,35 ,26 ,43 ,30 ,73 - ,36
18. Supervision-Tech. - ,04 - ,12 ,04 ,60 ,09 - ,74
19. Variety ,58 ,50 ,65 ,32 1,25 - ,13
20. Working conditions 1,21 1,14 1,29 ,04 2,93 ,51
21- Autonomy 1,36 1,29 1,43 ,02 3,54 ,66
Adjusted Neutral 0,000 - ,058 ,056Point
Unadjusted Neutral
Point - ,702 - ,760 - ,646
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PROFILE 6,15
ORP FOR GROUPS AED + CED + AEN + CEN
-1,5 -1,0 -0,5 0,0 0,5 1,a 1,5 2,0 2,5
Ability Utilization 1
Achievement 2
Activity 3
Advancement 4
Authority 5
Company Policies 6
Compensation 7
Co-workers 8
Creativity 9
Independence 10
Moral Values 11
Recognition 12
Responsibility 13
Security 14
Social Service 15
Social Status 16
Sup-Human Relations 17
Supervision-Tech. 18
Variety 19
Working Conditions 20
Autonomy 21
-1,5 -1,0 -0,5 0,0 0,5 1,0 1,5 2,0 2,5
N 47 Supervisors
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DESCRIPTIVE CHARACTERISTICS OF
(AED, CED~ AEN, CEN) GROUP ORP
SUPERVISORS
JOB OF
RATED
COMBINED
BY 47
HIGHLY DESCRIPTIVE CHARACTERISTICS
Workers on the job of combined (AED, CED, AEN,
CEN) group or
NONE
MODERATELY DESCRIPTIVE CHARACTERISTICS
Workers on the job of Combined (AED, CED, AEN,
CEN) group ORP
Make use of their individual abilities
Plan their work with little supervision
Have steady employment
Have good working conditions
Have work where they do things for other people
Make decisions on their own
Try out their own ideas
Get a feeling of accomplishment
Do not tell other workers what to do
Are not paid well in comparison with other
workers
SCALE NAME
NONE
SCALE NAME
1 Ability Utilization
21 Autonomy
14 Security
20 Working Conditions
15 Social Services
13 Responsibili ty
9 Creativity
2 Achievement
5 Authority
7 Compensation
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TABLE 6.32
GROUP DIFFERENCES IN
AEN
ORP
AND
RATINGS
CEN
BETWEEN GROUPS
Scale number Standard Error Standard Error t-value(AEN) (CEN)
1 ,14 ,14 1 ,92
2 ,15 ,14 2,92**
3 ,17 ,19 0,86
4 ,18 ,21 1 ,08
5 ,27 ,21 1,70
6 ,12 ,18 0,51
7 ,21 ,26 -0,69
8 ,10 ,13 1 ,28'
9 ,14 ,16 1,46
10 ,20 ,14 1 ,23
11 ,20 ,13 0,34
12 ,19 ,16 1 ,17
13 ,15 ,09 0,34
14 ,19 ,16 0,89
15 ,23 ,18 0,03
16 ,21 ,18 1 ,37
17 ,13 ,10 1,04
18 ,17 ,18 -0,08
19 ,16 ,17 0,30
20 ,16 ,14 0,85
21 ,13 ,12 0,85
df = (n1+n2)-2
* = t-value significant at ,05 level
** = t-value significant at ,01 level
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TABLE 6.33
GROUP DIFFERENCES IN
AEN
ORP
AND
RATINGS
AED
BETWEEN GROUPS
Scale number Standard Error Standard Error t-value(AEN) (AED)
1 ,14 ,17 0,23
2 ,15 ,21 0,74
3 ,17 ,35 0,67
4 ,18 ,22 4,36**
5 ,27 ,14 -0,49
6 ,12 ,15 0,31
7 ,21 ,24 1,91
8 ,10 ,17 0,56
9 ,14 ,14 0,45
10 ,20 ,23 1,21
11 ,20 ,23 0,33
12 ,19 ,25 0,06
13 ,15 ,20 0,72
14 ,19 ,22 0,14
15 ,23 ,30 0,21
16 ,21 ,14 0,32
17 ,13 ,29 0,6q
18 ,17 ,25 -0,10
19 ,16 ,16 0,44
20 ,16 ,25 0,34
21 ,13 ,16 0,24
df = (n1+n21-2
* = t-value significant at ,05 level
** =t-value significant at ,01 level
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TABLE 6.34
GROUP DIFFERENCES IN
AEN
ORP
AND
RATINGS
CEO
BETWEEN GROUPS
Scale number Standard Error Standard Error t-value(AEN) (CEO)
1 ,14 ,13 0,68
2 ,15 ,16 1 ,05
3 ,17 ,15 0,04
4 ,18 ,16 2,08*
5 ,27 ,14 -0,62
6 ,12 ,13 0,79
7 ,21 ,13 2,55*
8 ,10 ,13 0,61
9 ,14 ,11 0,84
10 ,20 ,18 0,07
11 ,20 ,16 0,08
12 ,19 ,15 0,76
13 ,15 ,11 0,54
14 ,19 ,15 0,99
15 ,23 ,14 0,22
16 ,21 ,16 1,29
17 ,13 ,19 0,35
18 ,17 ,14 -0,32
19 ,16 ,15 0,46
20 ,16 ,13 0,24
21 ,13 ,14 0,79
df = (n1+n2)-2
* = t-value significant at ,05 level
** =t-value significant at ,01 level
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TABLE 6.35
GROUP DIFFERENCES IN
AED
ORP
AND
RATINGS
CED
BETWEEN GROUPS
Scale number Standard Error Standard Error t-value(AED) (CED)
1 ,17 ,13 0,84
2 ,21 ,16 0,15
3 ,35 ,15 0,66
4 ,22 ,16 2,72*
5 ,14 ,14 -1,72
.6 ,15 ,13 0,40
7 ,14 ,13 0,07
8 ,17 ,13 0,98
9 ,14 ,11 0,34
10 ,23 ,18 1 ,20
11 ,23 ,16 0,29
12 ,25 ,14 0,56
13 ,20 ,11 0,35
14 ,22 ,15 1,05
15 ,30 ,14 0,06
16 ,14 ,16 1,22
17 ,29 ,19 0,32
18 ,25 ,14 0,35
19 ,16 ,15 0,91
20 ,25 ,13 0,18
21 ,16 ,14 0,94
df = (n1+n2)-2
* = t-value significant at ,05 level
** =t-value significant at ,01 level
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TABLE 6.36
GROUP DIFFERENCES IN ORP
AED AND
RATINGS
CEN
BETWEEN GROUPS
Scale number Standard Error Standard Error t-value(AED) (CEN)
1 ,17 ,14 1,95
2 ,21 ,14 1,62
3 ,35 ,19 0,10
4 ,22 ,21 3,09**
5 ,14 ,21 2,89**
6 ,15 ,18 0,21
7 ,24 ,26 1,07
8 ,17 ,13 0,47
9 ,14 ,16 1,03
10 ,23 ,14 2,49*
11 ,23 ,13 0,08
12 ,25 ,16 0,91
13 ,20 ,09 0,55
14 ,22 ,16 0,66
15 ,30 ,18 0,20
16 ,14 ,18 1,32
17 ,29 ,10 0,07
18 ,25 ,18 -0,03
19 ,16 ,17 0,13
20 ,25 ,14 0,28
21 ,16 ,12 1,00
df = .(n1+n2 )-2
* = t-value significant at ,05 level
** = t-value significant at ,01 level
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TABLE 6.37
GROUP DIFFERENCES IN ORP RATINGS BETWEEN GROUPS
CEO AND CEN
Scale number Standard Error Standard Error t-value(CEO) (CEN)
1 ,13 ,14 1 ,31
2 ,16 ,14 1 ,74
3 ,15 ,19 0,87
4 ,16 ,21 0,76
.5 ,14 ,21 1,55
6 ,13 ,18 0,14
7 ,13 ,26 1 ,38
8 ,13 ,13 1,69
9 ,11 ,16 0,82
10 ,18 ,14 1 ,40
11 ,16 ,13 0,29
12 ,14 ,16 0,52
13 ,11 ,15 0,22
14 ,15 ,16 2,10*
15 ,14 ,18 0,22
16 ,16 ,18 0,17
17 ,19 ,10 0,42
18 ,14 ,18 -0,39
19 ,15 ,17 0,75
20 ,13 ,14 0,68
21 ,14 ,12 0,00
df = . (n1+n2) -2
* = t-value significant at ,05 level
** =t-value significant at ,01 level
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TABLE 6.38
GROUP DIFFERENCES IN ORP
(AEN + AED) AND
RATINGS BETWEEN GROUPS
(CEN + CED)
Scale number Standard Error Standard Error t-value(AEN + AED) (CEN + CED)
1 ,11 ,09 1,90
2 ,12 ,12 1,89
3 ,16 ,11 0,00
4 ,19 ,13 0,61
5 ,16 ,13 -2,18*
6 ,10 ,10 0,64
7 ,17 ,13 -0,79
8 ,09 ,09 0,08
9 ,10 ,09 1,41
10 ,15 ,12 1,41
11 ,14 ,11 0,06
12 ,14 ,10 1,28
13 ,10 ,09 0,00
14 ,14 ,11 0,17
15 ,18 ,11 0,05
16 ,14 ,12 1,74
17 ,14 ,10 0,23
18 ,13 ,11 -0,18
19 ,11 ,11 0,39
20 ,14 ,10 0,41
21 ,10 ,1:0 1,20
df = (n1+n2)-2
* = t"'value significant at ,05 level
** = t-value significant at ,01 level
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6.5 THE PREDICTION OF JOB SATISFACTION FROM NEED-
REINFORCER CORRESPONDENCE
Following the analyses of the preceding questionnaires, two cor=
respondence measures were used in the comparison of MIQ results
with MJDQ (or ORP) results. These correspondence measures were
the D-statistic (or distance measure) and the Pearson Rho (R or
Shape index) correspondence index. From the tables that follow
it will be seen that D2 and R are generally negatively related,
since the one is a similarity measure and the other a dissimila=
rity measure. Once these correspondence measures were calculated
they were correlated with the MSQ scales for particular subgroups
or combinations thereof.
Tables 6.39 - 6.49 present in tabulated form the correlation coef=
ficients between the MSQ scales and the mentioned need-reinforcer
correspondence measures. In each table the correspondence mea=
sures were calculated from the comparison of a different MIQ with
a different ORP.
For example in table 6.47 (total MIQ and total ORP) the correla=
tion between the D2 correspondence index and General Satisfaction
(that is MSQ 21) is -,0078. This correlation is insignificant,
the p-value being higher than 0,050.
The shape correspondence index (R), however, is significantly cor=
related with General Satisfaction (MSQ 21), r = 0,2126 and p<O,05.
Examination of the data shows that the success by which one can
predict satisfaction varies from group to group, depending both
on the group and the ORP being used for comparison purposes.
In total, 100 or 15,36 percent of the 651 correlation coefficients
between the shape index (R) and the 21 MSQ scales proved to be sig=
nificant, of which only 12 or 1,84 percent were significant on the
,01 level.
In the case of ~he distance measure, only 51 or 7,83 percent of. the
651 correlation coefficients between D2 and the 21 MSQ scales proved
to be significant. Of these only 16 or 2,46 percent were signifi=
cant on the ,01 level. Of the 1302 correlations calculated 159
or 12,21 percent correlated significantly with the MSQ Scales,
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while only 28 or 2,15 percent were significant on the ,01 level.
When taking into account only the results involving the MSQ Gene=
ral Satisfaction Scale (MSQ 21) as a global measure of correspon=
dence and using a global satisfaction measure as the criterion,
it is found that R correlated significantly with MSQ 21 on 7 or
22,58 percent of the 31 occasions. One of these seven was signifi=
cant on the ,01 level. In the case of D2 it was found that it
correlated significantly with MSQ 21 on only four or 12,9 percent
of the 31 occasions, none of which were on the ,01 level.
On the whole, no tendencies could be found in the results of the
various subgroups or of the sample as a whole, apart from the fact
that R seems to be a better predictor of satisfaction than D2•
The main hypothesis stated that, for a given occupation, it is
possible to predict job satisfaction from need-reinforcer corre=
spondence. As already mentioned, this hypothesis is derived from
the third proposition of the Theory of Work Adjustment which
states that:
"SATISFACTION IS A FUNCTION OF THE CORRESPONDENCE BETWEEN THE RE=
INFORCER SYSTEM OF THE WORK ENVIRONMENT AND THE INDIVIDUAL'S
NEEDS, PROVIDED THAT THE INDIVIDUAL'S ABILITIES CORRESPOND WITH
THE ABILITY REQUIREMENTS OF THE WORK ENVIRONMENT".
It was assumed that the subjects inthepresent study qualified for
the latter provision of the proposition for the reason that they
were selected for the job and thus had to have the abilities to
fulfill the requirements of the occupation concerned.
What is the meaning of the results in relation to this third and
main hypothesis? In general the results signify evidence for the
validy of the hypothesis, but not to a substantial degree. There
may be various reasons for this finding, one of which may relate
to the use of composite group results instead of individual re=
suIts, with a subsequent effect on the sensitivity of the measure=
ment devices used.
Due to the fact that no significant differences were found in the
ORP ratings of groups within a faculty or between faculties within
the same work environment, the fourth and last hypothesis could
not be investigated. This last hypothesis postulated that, given
differences in ORP ratings of employees and supervisors, it is
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possible to differentially predict job satisfaction from need-
supervisorORP correspondence and need-employee ORP correspon=
dence.
TABLE 6.39
CORRELATION COEFFICIENTS BETWEEN MSQ SCALES AND NEED-
REINFORCER CORRESPONDENCE MEASURES: CORRESPONDENCE
CALCULATED FROM COMPARISON OF GROUP MIQ AGAINST
THE ORP OF GROUP AEN
GROUPS
MSQ BEN + CEN BED + CEDScales
D2 R D2 R
1 ,0173 ,1884 -,0051 -,0486
2 ,0773 ,0793 ,0240 -,0270
3 ,1102 -,0009 -,0027 ,1193
4 -,0673 ,3027* -,1707 ,2448
5 ,1276 ,3090* -,2160 ,1080
6 ,0115 ,2062 ,1157 ,1447
7 ,0231 ,3146* -,11 46 ,2604
8 ,0361 ,2769 ,1451 -,0663
9 ,0163 -,0656 -,1969 ,1489
1O ,1673 ,0527 -,1776 ,1507
11 ,1643 -,1731 ,0089 ,0987
12 ,1513 ,1364 -,1171 ,1084
13 ,0523 ,1856 -,3078* ,1406
14 ,0554 ,1902 ,0445 ,1310
15 -,1086 ,3802* -,1238 ,0604
16 ,1776 ,0270 ,0120 -,0513
17 ,0580 ,2096 ,0968 -,2056
18 ,0790 ,2991* ,1053 -,1695
19 ,1308 -,0223 -,2964 ,1178
20 ,1655 -,0551 -,1484 -,3626*
21 ,0758 ,2530 -,1652 ,1329
N = 35 N = 31
*p < ,05 One-tailed test of Significance
**p < ,01 One-tailed test of Significance
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TABLE 6.40
CORRELATION COEFFICIENTS BETWEEN MSQ
REINFORCER CORRESPONDENCE MEASURES:
CALCULATED FROM COMPARISON OF MIQ
ORP OF GROUP AEN
GROUPS
MSQ BEN BED CEN CEDScales
D2 R D2 R D2 R D2 R
1 -,2753 ,1395 ,2958 -,4475* ,2861 ,2231 -,3503 ,2741
2 -,2300 ,1704 ,2443 -,3221 ,3242 ,0062 -,2968 ,2651
3 -,1534 -,0190 ,2485 -,1346 ,3668 ,0171 -,2482 ,3018
4 ,0184 ,4635* ,0606 -,0346 -,1435 ,2238 -,5007* ,5338*
5 -,0150 ,3785* ,0940 -,3512 ,2220 ,3041 -,6068** ,5018
6 -,0925 ,3883* ,2339 -,0338 ,1180 ,0543 -,0281 -,3074
7 ,0596 ,4241* ,0327 ,1499 -,0129 ,2408 -,2133 ,3296
8 -,2617 ,2224 ,2177 -,0365 ,2136 ,3110 -,0651 -,0848
9 -,3774* -,0524 ,0954 -,2021 ,3445 -,1292 -,5342* ,4316
10 -,0768 -,0093 -,0544 ,0565 ,3932 ,0481 -,3669 ,2451
11 -,1165 -,1590 ,3352 -,272O ,5380* -,2975 -,3120 ,3706
12 -,0452 ,2477 ,1398 -,0540 ,3109 ,0604 -,4113 ,2419
13 -,2872 ,3644 -,0033 -,2151 ,3938 ,0217 -,6461** ,4106
14 -,2307 ,4843* ,3498 -,0481 ,3596 -,1303 -,3329 ,3094
15 -,3791* ,4684* ,2568 -,3935 ,1391 ,3032 -,6107** ,4819*
16 -,0584 ,2037 ,2321 -,1542 ,3557 -,0825 -,3996 ,0829
17 -,2111 ,1573 ,3463 -,2261 ,3511 ,2311 -,1987 -,182O
18 -,0941 ,2132 ,3427 -,2291 ,2350 ,3439 -,1846 -,1330
19 -,1304 ,2298 -,0760 -,1007 ,3577 -,2048 -,6121** ,4303
20 -,2326 ,0846 -,2368 -,2798 ,6017** -,198O -,0440 -,4438*
21 -,2461 ,4263* ,1188 -,1577 ,3523 ,1219 -,4999* ,3704
N = 20 N = 16 N = 15 N = 15
*p < ,05 one-tailed test of Significance
**p < ,01 one-tailed test of Significance
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TABLE 6.41
CORRELATION COEFFICIENTS BETWEEN MSQ SCALES AND NEED-
REINFORCER CORRESPONDENCE MEASURES: CORRESPONDENCE
CALCULATED FROM COMPARISON OF GROUP MIQ AGAINST
THE ORP OF GROUP CEN
"GROUPS
MSQ BEN + CEN BED + CEDScales
D2 R D2 R
1 ,0568 ,1985 -,0418 -,0456
2 ,1235 ,0444 ,0123 -,0391
3 ,1112 ,0192 -,0092 ,1403
4 -,0332 ,3265* -,1196 ,1868
5 ,1661 ,2842* -,2416 ,1272
6 ,0488 ,2064 ,1445 -,1966
7 ,0558 ,3207* -;1077 ,2934
8 ,1046 ,2506 ,1449 -,0511
9 ,0371 -,0625 -,1863 ,1159
10 ,1578 ,1296 -,1788 ,1435
11 ,1807 -,1796 -,0035 ,0881
12 ,1980 ,1002 -,1258 ,0942
13 ,0922 ,1844 -,3346* ,1752
14 ,0587 ,1767 ,0759 ,1046
15 ,0433 ,3360* -,13873 ,0644
16 ,2165 -,0083 -,0098 -,0332
17 ,1334 ,1275 ,1005 -,2522
18 ,1548 ,2118 ,1207 -,1933
19 ,1231 ,0629 -,3110* ,1250
20 ,1719 ,0023 -,1933 -,3919*
21 ,1319 ,2404 -,1552 ,1021
N = 35 N = 31
*p ,05 One-tailed test of Significance
**p ,01 One-tailed test of Significance
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TABLE 6.42
CORRELATION COEFFICIENTS BETWEEN MSQ
REINFORCER CORRESPONDENCE MEASURES:
CALCULATED FROM COMPARISON OF MIQ
ORP OF GROUP CEN
SCALES AND NEED-
CORRESPONDENCE
AGAINST THE
GROUPS
MSQ
Scales :BEN BED CEN CED
D2 R D2 R D2 R D2 R
1 -,2584 ,1443 ,2677 -,4548* ,3461 ,2434 -,4288 ,2818
2 -,1840 ,0891 ,2266 -,3047 ,3600 ,0077 -,3290 ,2302
3 -,1777 -,0181 ,2640 -,0950 ,3970 ,0540 -,2894 ,3064
4 ,0867 ,3657 ,1146 -,1175 -,1232 ,3134 -,4704* ,4944*
5 -,0084 ,3577 ,0303 -,2969 ,3027 ,2606 -,6208** ,4903*
6 -,0272 ,2610 ,3080 -,0787 ,1224 ,1550 -,0646 -,3831
7 ,0912 ,3789* ,0336 ,1923 ,0250 ,2755 -,1826 ,3359
8 -,1904 ,1346 ,2359 ,0327 ,2855 ,3253 -,1361 -,1217
9 -,3810* -,0579 ,1175 -,2929 ,3520 -,0913 -,5587* ,4381
10 -,1128 ,0994 -,0060 ,277 ,3676 ,1467 -,4477* ,2657
11 -,0732 -,2279 ,3067 -,2468 ,4730* -,1987 -,3198 ,3241
12 -,0035 ,1591 ,1886 -,1401 ,3579 ,0578 -,5044* ,2818
13 -,2578 ,3386 -,0427 -,1305 ,4178 ,0496 -,6865** ,4035
14 -,1724 ,3977* ,4046 -,0308 ,3306 -,0479 -,3631 ,2731
15 -,3318 ,4039* ,2128 -,3619 ,2053 ,2817 -,6332** ,4569*
16 ,0032 ,0759 ,2173 -,0964 ,3747 -,0660 -,4484* ,0358
17 -,1609 ,0512 ,3795 -,2558 ,4329 ,1914 -,2468 -,2395
18 -,0628 ,1324 ,3812 -,2663 ,3362 ,2695 -,1987 -,1616
19 -,1057 ,2029 -,0895 -,2546 ,3167 -,0475 -,6558** ,4915*
20 -,1969 ,0953 -,2609 -,2801 ,5643* -,0958 -,1226 -,5006*
21 -,1839 ,3350 ,1441 -,1814 ,3863 ,1713 -,5317* ,3336
N = 20 N = 16 N 15 N = 15
*p < ,05 One-tailed test of Significance
**p < ,01 One-tailed test of Significance'
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TABLE 6.43
CORRELATION COEFFICIENTS BETWEEN MSQ SCALES AND NEED-
REINFORCER CORRESPONDENCE MEASURES: CORRESPONDENCE
CALCULATED FROM COMPARISON OF GROUP MIQ AGAINST
THE ORP OF GROUP AED
GROUPS
MSQ
Scales BEN + CEN BED + CED
D2 R D2 R
1 -,0182 ,3647* ,0163 -,0906
2 ,0314 ,2489 ,0307 -,0219
3 ,0786 ,0985 ,0127 ,1722
4 -,0485 ,3953** -,1388 -,2428
5 ,1092 -,5106** -,1641 -,0174
6 ,0081 ,3521* ,0257 ,0013
7 ,0562 ,4237** -,0203 ,1556
8 ,0752 ,2817 ,1783 -,1080
9 -,0352 ,0045 -,1787 ,1291
10 ,1894 ,0066 -,1442 ,1232
11 ,1226 -,1744 ,0890 ,0222
12 ,1206 ,3210* -,0894 ,0889
13 ,0293 ,3294* -,2715 ,0283
14 ,0249 ,2747 ,1309 ,0653
15 -,0565 ,3968* -,1218 ,0642
16 ,1369 ,1380 ,0174 -,0778
17 ,0499 ,3423* -,0270 ,0015
18 _,0620 ,4902** ,0102 -,0255
19 ,1261 -,0250 -,3276* ,1441
20 ,1780 -,1259 -,2980 -,2959
21 ,0741 ,3760* -,1435 ,1171
N = 35 N = 31
*p < ,05 One-tailed test of Significance
**p < ,01 One-tailed test of Significance
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TABLE 6.44
SCALES AND NEED-
CORRESPONDENCE
AGAINST THE
COEFFICIENTS BETWEEN MSQ
CORRESPONDENCE MEASURES:
FROM COMPARISON OF MIQ
ORP OF GROUP AED
REINFORCER
CALCULATED
CORRELATION
GROUPS
MSQ BEN BED CEN CEDScales
D~ R D2 R D2 R D2 R
1 -,3277 ,4114* ,1568 -,2511 ,2810 ,3324 -,1541 ,0133
2 -,2640 ,3876* ,1500 -,1859 ,2825 ,1447 -,1499 ,0946
3 -,1845 ,1298 ,2037 -,0388 ,3483 ,0816 -,1845 ,3129
4 ,1173 ,3795* ,0131 ,0689 -,1944 ,4390 -,3681 ,4125
5 -,0252 ,6669** ,0406 -,4039 ,1996 ,4829* -,4341 ,2670
6 -,0468 ,4595* ,1944 ,0972 ,0706 ,2642 -,2486 -,0797
7 ,1473 ,3718 ,0923 ,0920 -,0342 ,4773* -,1153 ,2539
8 -,2059 ,1650 ,2598 -,1270 ,2563 ,3439 -,0230 -,1451
9 -,3904* -,0050 -,0340 ,0664 ,1790 -,0654 -,3612 ,1716
10 -,0535 -,1138 - ,0775 ,1318 ,4372 ,0032 -,2547 ,0927
11 -,1868 -,0773 ,3019 -,2223 ,5480* -,4130 -,1295 ,1972
12 -,0449 ,4089* ,0986 ,0708 ,2651 ,2618 -,3177 ,1013
13 -,2926 ,6364** -,0255 -,3086 ,3754 ,0658 -,5626* ,2629
14 -,1668 ,5746** ,3599 ,0078 ,3348 -,0657 -,1255 ,0566
15 -,2887 ,4846* ,1563 -,2877 ,1740 ,3121 -,5047* ,3498
16 -,0282 ,2097 ,2302 -,1660 ,2732 ,0877 -,4187 ,0448
17 -,2151 ,2930 ,2911 -,0731 ,3582 ,3522 -,4212 ,0476
18 -,1131 ,4273* ,2919 -,1086 ,2304 ,5158* -,3989 ,0823
19 -,0804 ,2048 -,2257 ,0492 ,3190 -,1928 -,4875* ,2215
20 -,1671 -,1182 -,3696 -,2157 ,5817* -,1651 -2074 -,3807
21 -,2043 ,5407** ,0458 -,0299 ,3333 ,2460 -,3789 ,2145
N = 20 N = 16 N = 15 N =15
*p < ,05 one-tailed test of Significance
**p < ,01 one-tailed test of Significance
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TABLE 6.45
CORRELATION COEFFICIENTS BETWEEN MSQ SCALES AND NEED-
REINFORCER CORRESPONDENCE MEASURES: CORRESPONDENCE
CALCULATED FROM COMPARISON OF GROUP MIQ AGAINST
THE ORP OF GROUP CEO,
GROUP
MSQ ! BEN + CEN BED + CEDScales
I 02 R D2 R
1 -,0052 ,2462 -,0151 ,0089
2 ,0581 ,0929 ,0115 ,0551
3 ,0973 ,0095 -,0180 ,2175
4 -,0610 ,3712* -,1438 ,2531
5 ,1153 ,4267** -,2155 ,1293
6 ,0134 ,2432 ,0855 ,0809
7 ,0655 ,2877* -,0977 ,2668
8 ,0429 ,2818* ,1425 -,0056
9 -,0398 -,0099 -,1985 ,1890
10 ,1536 ,0783 -,2000 ,2345
11 ,1416 -,2377 ,0309 ,1377
12 ,1310 ,1854 -,1005 ,1450
13 ,0277 ,2540 -,3151* ,1732 I
14 ,0354 ,1600 ,0442 ,2226
15 -,0679 ,3513* -,1253 ,1159
16 ,1653 ,0162 ,0036 ,0104
17 ,0479 ,2444 ,0583 -,1264
18 ,0761 ,3531* ,0828 :-,1281
19 ,1026 ,0140 -,3352* ,1760
20 ,1860 -,1710 -,1982 -,3658
21 ,0729 ,2797 -,1725 ,1997
N = 35 N = 31
*p < ,05 One-tailed test of Significance
**p < ,01 One-tailed test of Significance
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TABLE 6.46
CORRELATION COEFFICIENTS BETWEEN MSQ
REINFORCER CORRESPONDENCE MEASURES:
CALCULATED FROM COMPARISON OF MIQ
ORP OF GROUP CED
GROUPS
MSQ BEN BED CEN CED
Scale.,
D2 R 02 R D2 R D2 R
1 -,2988 ,2300 ,2129 -,3006 ,2618 ,2659 -,2871 ,2732
2 -,2281 ,2132 ,1934 -,1923 ,2897 ,0015 -,2545 ,2953
3 -,1366 -,0142 ,1985 ,0058 ,3216 ,0321 -,2430 ,3917
4 ,0748 ,4451* ,0726 -,0244 -,1771 ,3490 -,4674* ,5721*
5 ,0012 ,4906* ,0718 -,3117. ,1832 ,4311 -,5870* ,5323*
6 -,0486 ,3992* ,1986 ,0779 ,0799 ,1132 -,0869 -,2791
7 ,1425 ,3164 ,0059 ,2523 -,0073 ,2746 -,1898 ,3324
8 -,2157 ,1435 ,1914 ,0645 ,1968 ,3556 ,0075 -,1591
9 -,4039* ,0087 ,0814 -,1449 ,2666 -,0738 -,5364* ,4858*
10 -,0821 ,0192 -,1140 ,1759 ,3803 ,0718 -,3373 ,2705
11 -,1460 -,1781 ,3015 -,1613 ,5315* -,4187 -,2527 ,3949
12 -,0341 ,2956 ,1526 -,0149 ,2664 ,1109 -,4044 ,2909
13 -,2876 ,4881* -,0244 -,1563 ,3506 ,0518 -,6564** ,4540*
14 -,1747 ,4864* ,3239 ,0625 ,3608 -,2028 -,2813 ,3334
15 -,3230 ,4808* ,2131 -,2839 ,1709 ,2431 -,5860* ,5149*
16 -,0155 ,1471 ,2209 -,0592 ,3050 -,0675 -,4393 ,1342
17 -,2095 ,2030 ,3321 -,1313 ,3330 ,2568 -,2762 -;,1330
18 -,0848 ,2833 ,3296 -,1428 ,2249 ,3873 -,2667 -,0925
19 -,1071 ,2456 -,1237 -,1200 ,2859 -,1536 -,6463** ,4876*
20 -1893 -,0583 -,2866 -,2585 ,5987** -,2943 -,0818 -,4912*
21 -,2077 ,4475* ,0760 -,0406 ,3204 ,1525 -,4762* ,4066
N = 20 N = 16 N = 15 N = 15
*p < ,05 One-tailed test of Significance
**p < ,01 One-tailed test of Significance
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TABLE 6.47
CORRELATION COEFFICIENTS BETWEEN MSQ SCALES AND NEED-
REINFORCER CORRESPONDENCE MEASURES: CORRESPONDENCE CAL=
CULATED FROM COMPARISON OF TOTAL GROUP MIQ AGAINST
TOTAL GROUP ORP
Correspondence
MSQ Scales
D2 R
1 -,0001 ,0903
2 ,0526 -,0466
3 ,0528 ,0886
4 -,0878 ,2862**
5 -,0009 ,2477*
6 ,0485 ,0800
7 -,0024 ,3045**
8 ,0744 ,1078
9 -,0874 ,0625
10 -,0199 ,1272
11 ,0941 -,0707
12 ,0663 ,1469
13 -,0990 ,1876
14 ,0387 ,1621
15 -,0942 ,1997
16 ,1140 -,0001
17 ,0682 ,0366
18 ,0904 ,1114
19 -,0631 ,0706
20 ,0498 -,2031
21 -,0078 ,2126*
N = 66
* P < ,05 One-tailed test of significance
** p < ,01 One-tailed test of significance
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TABLE 6.48
CORRELATION COEFFICIENTS BETWEEN MSQ SCALES AND NEED-
REINFORCER CORRESPONDENCE MEASURES: CORRESPONDENCE
CALCULATED FROM COMPARISON OF GROUP MIQ AGAINST
TOTAL GROUP ORP
GROUPS
MSQ BEN + CEN BED + CEOScales
02 R 02 R
1 ,0174 ,2416 -,0165 -,0355
2 ,0792 ,0979 ,0200 -,0046
3 ,1025 ,0210 -,0048 ,1714
4 -,0480 ,3525* -,1388 ,2374
5 ,1386 ,3768* -,2190 ,1104
6 ,0261 ,2431 ,1061 -,1308
7 ,0559 ,3313 -,0949 ,2745
8 ,0673 ~2810 ,1533 -,0508
9 -,0060 -,0375 -,1909 ,1539
10 ,1653 ,0789 ,1811 ,1810
11 ,1543 -,2041 ,0252 ,1042
12 ,1569 ,1712 -,1084 ,1161
13 ,0542 ,2349 -,3170* ,1551
14 ,0378 ,1947 ,0712 ,1516
15 -,0656 ,3731* -,1273 ,0822
16 ,1816 ,0267 ,0059 -,0329
17 ,0797 ,2190 ,0718 -,1816
18 ,1035 ,3240* ,0939 -,1585
19 ,1187 ,0149 -,3218* ,1483
20 ,1765 -,0899 -,2065 -,3816
21 ,0948 ,2820* -,1608 ,1491
N = 35 N = 31
*p < ,05 One-tailed test of Significance
**p < ,01 One-tailed test of Significance
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TABLE 6.49
CORRELATION COEFFICIENTS BETWEEN MSQ
REINFORCER CORRESPONDENCE MEASURES:
CALCULATED FROM COMPARISON OF MIQ
GROUP ORP
SCALES AND NEED-
CORRESPONDENCE
AGAINST TOTAL
GROUPS
MSQ BEN BED CEN CEOScales
02 R D2, R 02 R 02 R
1 -,2865 ,2072 ,2413 -,3961 ,2982 ,2666 -,3316 ,2550
2 -,2182 ,1847 ,2122 -,2720 ,3180 ,0275 -,2770 ,2534
3 -,1582 -,0061 ,2353 -,0682 ,3587 ,0469 -,2536 ,3457
4 ,0800 ,4254* ,0805 -,0537 -,1544 ,3276 -,4694* ,5399*
5 -,0027 ,4528* ,0592 -,3463 ,2364 ,369(? -,5931* ,4994*
6 -,0448 ,3664 ,2462 ,0035 ,0998 ,1358 -,0912 -,3085
7 ,1157 ,3766 ,0353 ,1998 -,0007 ,3039 -,1869 ,3376
8 -,2145 ,1618 ,2260 ,0060 ,2390 ,3493 -,0617 -,1302
9 -,3935* -,0290 ,0853 -,1967 ,3109 -,0930 -,5296* ,4370
10 -,0859 ,0191 -,0610 ,1022 ,3920 ,0795 -,3745 ,2513
11 -,1248 -,1877 ,3148 -,2346 ,5167* -,3330 -,2748 ,3583
12 -,0251 ,2606 ,1610 -,0633 ,3059 ,1084 -,4344 ,2638
13 -,2774 ,4418* -,0246 -,1926 ,3858 ,0501 -,6652** ,4212
14 -,1804 ,4807* ,3663 ,0012 ,3463 -,1204 -,3019 ,2863
15 -,3289 ,4636* ,2167 -,3550 ,1761 ,2936 -,6063** ,4873*
16 -,0155 ,1425 ,2297 -,1159 ,3328 -,0495 -,4407* ,0826
17 -,1939 ,1559 ,3527 -,2012 ,3763 ,2529 -,2776 -,1632
18 -,0791 ,2369 ,3517 -,2142 ,2670 ,3734 -,2506 -,1102
19 -,1063 ,2311 -,1175 -,1702 ,3154 -,1467 -,6339** ,4594*
20 -,1994 ,0151 -,2862 -,2747 ,5898** -,2051 -,1098 -,4885*
21 -,2033 ,4260* ,1067 -,1195 ,3519 ,1702 -,4952* ,3662
N = 20 N = 16 N = 15 N = 15
* P < ,05 One-tailed test of Significance
** p < ,01 One-tailed test of Significance
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CHAPTER 7
DISCUSSION AND IMPLICATIONS
To review, four hypotheses were postulated in relation to the
present study, namely:
a) for a given job there are no differences in the ratings
of the employees and supervisors
b) for a given job there are no differences in the ORP ratings
of various employee- and supervisor rater groups within
the same work environment
c) for a given job it is possible to predict job satisfaction
from need-reinforcer correspondence
d) given differences in ORP ratings of employees and supervi=
sors, it is possible to differentially predict job satis=
faction from need-supervisor ORP correspondence and need-
employee ORP correspondence.
Analysis of the research results indicated that there was no
reason for the rejection of the first two null-hypotheses. The
calculated t-values were overall insignificant on both the five
percent and one percent levels. Similarly the calculated corre=
lation coefficients between employee based ORPs and supervisor
based ORPs gave rise to high scores, indicating substantial cor=
respondence.
The third and main hypothesis of the study postulated the pre=
diction of job satisfaction from need-reinforcer correspondence.
Analysis of this research problem resulted in only 12,21 per=.
cent of the 1302 correlation coefficients calculated being sig= .
nificant on either the ,05 or ,01 levels. Of the two corre=
spondence measures used, the shape index (R) proved to be a bet=
ter predictor of job satisfaction than the distance index (D2).
This coincides with current findings of the Industrial Relations
Center, University of Minnesota, Minnesota, U.S.A. In the case
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of the shape index (R) 15,36 percent of the 651 correlation
coefficients were significant on either level, while in the
case of D2 only 7,83 percent of the 651 calculated correla=.
tion coefficients were significant on either level.
Due to the fact that the first two null-hypotheses could not be
rejected as a result of the similarity in ORPs, the fourth and
last hypothesis could not be investigated.
7.1 CONCLUSIONS
What conclusions, if any, can be inferred from the findings of
the present study?
The fact that there were very little differences in the ORPs of
various rater groups, does not necessarily mean that this fin= .
ding can be generalized. As already mentioned, no conclusive
results have been found as yet. For example, Betz (1968) found
significant differences on a number of MJDQ scales when diffe=
rent rater groups were used. Warren (1970), however, found
differences on a limited number of MJDQ scales and overall high
similarity between different profiles when correlation coeffi=
cients were computed. Before generalizations can be formulated,
more research needs to be done in this field. What would be
of special interest is to see in what way demographic variables
differentially contribute to the manner in which ORPs are rated.
With regard to the third and main hypothesis of this study,
little evidence was found for the relationship between job sa= .
tisfaction and need-reinforcer correspondence. However, the
fact that a percentage of the correlation coefficients were
significant is enough indication for the continuation of re= .
search in this field. Warren (1970) also investigated this re=
search problem and found a similar low relationship between job
satisfaction and need-reinforcer correspondence. In her case
only ten percent of the 228 correlation coefficients computed
were significant.
The differential prediction of job satisfaction from need-super=
visor ORP correspondence and need-employee ORP correspondence,
given differences in ORP ratings, requires further research.
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In general the results signify evidence for the validity of the
ileasurement d.evices and correspondence measures used, as well
as for the construct validity of the Theory of Work Adjustment,
although not to a substantial degree.
7.2 IMPLICATIONS OF STUDY
What are the implications of the present study?
Overall it again emphasized the importance of the individual
in relation to the work environment and the dilemma in which
many people find themselves when they have to make an occupa= .
tional choice.
The Theory of Work Adjustment proposes a matching model that
finds its application in vocational counselling and in the re=
cruitment and selection phase of the personnel function. This
matching model needs to be carefully used by trained people
who are sensitive to individual differences. In addition to
this, knowledge of the measurement of individual needs and abi=
lities are required of the counsellor, who must be able to relate
it to the ability requirements and reinforcer pattern of the
work environment. In other words, he must understand work en=
vironments in work-personality terms and as such be able to view
individuals in terms predictive of their work adjustment and
possible subsequent job satisfaction. Above anything else, he
must be able to communicate this knowledge to the individual con=
cerned.
Of what value is the prediction principle to management? This
principle is of extreme importance because it has direction
implications for the growth of the organization. As already
mentioned, the Theory of Work Adjustment also finds its appli=
cation in selection programmes, where it can be used in dif=
ferent ways and for different purposes. For example, it can
be used as a screening device and as such contribute to the
establishment of a stable work force. It can also be used as
a device to identify problem areas in the work environment and
thus lead to the solution thereof.
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7.3 RESEARCH SUGGESTIONS
What are the specific research suggestions stemming from
the present study?
The study employed the use of composite profile analyses. In
otherwords, it was always the responses of a group which were
used, rather than that of the individual. It would be of inte= .
rest to see whether the use of individual scores and profile would
have a differential effect on results or not.
For example, if the individual's MIQ profile was matched with
the group ORP (from either supervisors or workers in the same
occupation) would the chances of job satisfaction prediction
from need-reinforcer correspondence increase or not? Should
there be an increase in significant correlation coefficients,
are there any tendencies of some kind? From the foregoing it
may be possible to infer in which way the use of group responses
rather than individual responses had a contaminating effect on
the sensitivity of the measurement devices used.
What is the duty of research in this regard? The answer to this
question is simple, namely: intensified research in the area
of measurement problems and further investigation into ways and
means of defining problem areas and, if possible, the develop=
ment of more sensitive measurement devices. The global philo=
sophy must be: try and try again ••.. investigating from all
possible angles.
***
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CHAPTER 8
SUMMARY
Work is a phenomenon known to everyone. As from childhood the
individual is constantly confronted with the task of prepara=
tion for a vocation. This is done for various reasons, one of
which is that work is a means to an end. To many people work
provides the basic necessities of life, that is food and shel=
ter. To them, work has no intrinsic value and it is often
thought of as a necessary burden. But work is not only a means
to an end, it also confers status and identification, for in our
society one is not only identified by one's name or background,
but also by the job one does.
There comes a time in the life of every (or almost every) indi=.
vidual when he has to make a decision as to what he is going
to do with his life. For some people this decision is easier
to make than for others, simply for the reason that interests
may have stabilized earlier for one person than for another.
There may also be other factors that facilitate this decision,
for example, the availability of money, opportunities of some
or other nature, and so forth.
For the person who finds it difficult to make a decision as to
what field of work to engage in, it is extremely important that
the necessary guidance be supplied. In the absence of voca=
tional guidance it may happen that the individual may choose
a vocation that does not necessarily suite his abilities, needs
or interests. This can result in job dissatisfaction and sub=
sequent costly labour turnover. From the individual's point
of view it is thus extremely important that his abilities, needs
and interests should be related to the requirements and. rein=
forcers (that is needsatisfying conditions) of a specific work
environment. This calls for a systematic matching model and to
this end the Theory of Work Adjustment proposes many ideas and
practical principles.
This Theory of Work Adjustment focuses on the description of
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the individual's work personality in terms of abilities voca=
tional needs and personality style dimensions. At the
same time it also describes the work environment in terms
of ability requirements, need satisfying conditions (work re=
inforcers) and environmental style conditions. Amongst others,
this need fullfillment model proposes that job satisfaction is
a function of the degree to which vocationally relevant needs
are satisfied by the work environment. Needs, in this context,
refer to preferences for particular conditions and outcomes of
work.
The matching model is however, not only important from the in=
dividual's point of view (and by implication the vocational
counsellor's),"but is also important from management's point of
view. Already as early as the selection phase, management must
have some idea of the individual's likelihood to remain in a job,
for labour turnover is a costly variable that must be limited
as far as possible. In its attempt to create a work environment
condusive to job satisfaction, management has come to the rea=
lization that the individual is unique and that each one differs
from every other one. But their realization and the attempts
to "improve" the work environment is not sufficient. What the
individual also requires, is a clear picture of what the work
entails, what the requirements are and which needsatisfying
conditions the work environment offers. Once this information
is also provided, the matching model can come into operation.
Bearing the importance of job satisfaction in mind, this study
had as its focus the prediction of job satisfaction within the
context of the Theory of Work Adjustment. As already referred
to, this theory postulates that it is possible to predict job
satisfaction if one matches the individual's work relevant needs
and the reinforcer characteristics of the work environment,
on condition that the individual's abilities fullfill the re=
quirements of the work environment.
The reinforcer characteristics of the work environment refer to
aspects such as: ability utilization, chances for advancement,
compensation, company policies and practices, security and so
forth. Basically it covers the spectrum of the primary and se=
condary needs as referred to by Maslow and the hygiene and
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motivating factors referred to by Hertzberg. Together these
reinforcer characteristics form a pattern, the so called occu=
pational reinforcer pattern (ORP).
This pattern can be obtained by using various groups of raters,
for example supervisors or employees doing the job. One of the
questions researchers and users of this model face is whether
supervisors and employees rate these reinforcers in the same
manner or not. The answer to this question will solve a monu=
mental problem, for it is most important that the most objective
rating of an ORP is used. To date, there have been no conclu=
sive results pertaining to this question and for this reason
the problem of possible differences in ORP ratings between
supervisors and employees was included in this study as a minor
research problem. Inferred from this research problem, two
other hypotheses were postulated, namely: that there will be
no differences in the ORP ratings of various groups of supervi=
sors and employees within the same work environment and that
should significant differences be found, it would be possible
to differentially predict job satisfaction from need-supervisor
ORP correspondence and need-employee ORP correspondence. The
main hypothesis was the prediction of job satisfaction from
need-reinforcer correspondence.
In the execution of the experimental procedure the academic staff
of the Engineering and Education faculties of the University
of Stellenbosch (Stellenbosch, South Africa) were used as sub=
jects, all being employed in the job of Teacher: Adult Educa=
tion.
These subjects were divided into three groups per faculty, one
group (that is all professors) being the supervisor group and
the other two groups being employee groups. Using three measure= .
ment devices developed by the Industrial Relations Center at
the University of Minnesota (Mineapolos, Minnesota, U.S.A.), it
was possible to measure the vocational needs and job satisfaction
of the various subgroups and to determine the ORP of the job
of Teacher: Adult Education.
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The measurement devices used were the:
Minnesota Importance Questionnaire (MIQ) as a measure of
vocational needs
Minnesota Satisfaction Questionnaire (MSQ), as a measure
of job satisfaction, and
Minnesota Job Description Questionnaire (MJSQ), as a mea=
sure of the reinforcer characteristics of the work environ=
mente
Using two correspondence measures (D2 = distant measure and
R = Pearson Rho: space index) it was possible to determine
the need-reinforcer correspondence between MIQ and MJDQ re=
suIts. Once this was done, the correspondence values were
correlated with the MSQ scales for each subgroup. This result=
ed in 1302 correlation coefficients of which 159 or 12,21 per=.
cent were significant at either the ,05 or ,01 level. Relating
this to the main hypothesis of this study, it can be said that
some evidence for the validity thereof (and by implication of
the Theory of Work Adjustment) has been found, but not substan=
tial enough for research purposes. With regard to the differences
in ORP ratings using different groups of raters, it has been
found that there were no significant differences in ratings of
employees and supervisors within the same faculty (for example
engineering) or between faculties within the same work environ=
mente These findings had the effect that the fourth and last
hypothesis, regarding the differential prediction of job satis=
faction from need-supervisor ORP correspondence or need-employee
ORP correspondence, could not be investigated.
***
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Ability requirements
Correspondence
Correspondence, in
work setting
Interests
Need dimensions
Personality
Personality Structure
Personality Style
~
Preferences
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GLOSSARY
Minimum levels of several abilities re=
qui red of a worker to predict satisfac=
toriness.
A relationship in which an individual
and his environment are mutually respon=
sive.
A relationship in which an individual
fulfills the requirements of the work
environment and the work environment
fulfills the requirements of the indivi=
dual.
Preferences for activities, deriving
from the interaction of an individual's
needs and abilities.
Basic dimensions representing common
elements in reinforcement-value dimen=
sions, used to describe in sparingly
terms an individual's experience with
or evaluation of stimulus conditions.
The unique pattern of stable characte=
ristics that distinguishes a responding
organism as an individual.
The abilities, needs, and interaction
of abilities and needs, of an individual.
An individual's characteristic manner of
utilizing his abilities (style of re=
sponding) and satisfying his needs
(style of reacting to stimulus conditions).
An individual's description of his norms
for stimulus conditions or activities.
These norms are derived from his ex=
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Psychological Needs
Reinforcement
Reinforcement values
Reinforcement-value
dimension
Reinforcer system
Reinforcers
Satisfaction
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perience with stimulus conditions or
activities and his evaluation of how
satisfying the experiences were.
The reinforcement values of stimulus
conditions. This differs from common
usage in which the term need is used
to denote a state of deprivation.
The maintenance or increase of respond=
ing associated with either the presence
of or the introduction of reinforcers.
The degree to which stimulus conditions
function as reinforcers for an individual.
Reinforcement values may be actual (ex=
perienced by the individual), stated
(reported by the individual), or observed
(reported by an observer).
A dimension along which different re=
inforcement values are observed for
different individuals but for the same
stimulus condition.
The need-satisfying characteristics of
the work environment. This system can
be described in terms of the minimum
levels of reinforcement values for seve=
ral reinforcers required to predict the
satisfaction of an individual.
Stimulus conditions consistently asso=
ciated with the maintenance or increase
of responding.
Fullfillment of the requirements of an
individual by the work environment.
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Satisfactoriness
Skills
Stability
Tenure
Work adjustment
Work environment
Work personality
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Fullfillment of the requirements of
the work environment by an individual.
Recurring response sequences in the
observed behaviour of an individual.
Relatively little change in repeated
measurements of an individual's perso=
nality characteristics (his abilities
and needs).
Remaining in a job as a manifestation
of correspondence between an individual
and his work environment.
The continuous and dynamic process by
which the individual seeks to achieve
and maintain correspondence with his
work environment.
The setting in which work behaviour takes
place, described in terms of ability
requirements and need-satisfying charac=
teristics.
: The abilities and needs of an individual
that are most relevant to work behaviour,
and the characteristic functioning of
these abilities and needs in the work
setting.
(Adapted from Lofquist and Dawis, 1969).
***
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APPENDIX A
MAJOR DEVELOPMENTS IN THE HISTORY OF VOCATIONAL PSYCHOLOGY
Dawis, England and Lofquist (1964) give a summary of the major
developments as they occurred in the history of vocational
psychology.
In chronological order these major events are:
1909: Parsons, F.:
Publishes his classic "bible" for guidance, entitled
Choosing a Vocation. Parsons proposed the use of
man-analysis plus job-analysis and a bringing together
of the two in the interest of wise vocational choice.
His conceptualization of guidance centered on a match=
ing model and paved the road for what is now known
as the trait-and-factor centered approach to vocatio=
nal psychology;
1924, 1932: Viteles, M.S.:
Develops the job psychograph (to be explained in
text) ;
1935 : Dvo rak , B.J •:
Develops occupational ability patterns. This led
to the development of Occupational Aptitude Patterns
(OAPs) by the United States Bureau of Employment
Security in 1958;
1938: Paterson, D.G.:
Publishes Genesis of Modern Guidance, an applica=
tion of Paterson's man-analysis, which was done on
a rather unsophisticated basis;
1943,1955: Strong, E.K.:
Develops measures for vocational interests. Following
this was Clark's Minnesota Vocational Interest Inven=
tory in 1961;
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1941, 1953: Paterson, D.G. and co-workers:
Publish counselling tools such as the Minnesota
Occupational Rating Scales and the Worker Trait
Requirements for 4000 jobs (1956). Both were
attempts to integrate worker traits and job re=
quirementsi
1958: Dvorak, B.J.:
Develops multi-factor tests, with occupational norms,
such as the General Aptitude Test Battery (GATB).
During the two world wars, the study and understanding of man-
analysis progressed, largely because of extensive interest and
work in the study of individual differences, particularly in
the measurement of mental traits and interests (as illustrated
above).
Job-analysis techniques also become considerably more sophisti=
cated, mainly due to the work of the United States Department
of Labour. The latter culminated in the publication of the
Dictionary of Occupational Titles (DOT). This work continues
in the current efforts to revise and to considerably expand
the D.O.T.
A frustrating period due to measurement problems and problems
on how to match abilities and educational-vocational requirements,
as well as how to evaluate the goodness of fit, followed these
major developments.
Dawis et ale (1964) conclude that:
with the availability of more sophisticated tools and tech=
niques for man and job analysis
better understanding of relationship and communication fac=
tors in counselling
renewed realization of the importance of need satisfaction
through work, and
the study of the developmental aspects of concepts such as
vocational maturity,
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the time seems right for a reformulation of Parsons' approach.
Quoting Brayfield (1961 in Dawis et al., 1964), perhaps the
most significant contribution to ~ocational counselling as
a professional practice will be made by those who nourish
testable hypotheses and empirical data, which will aid the
building of a science of occupational behaviour.
***
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APPENDIX B
MEASUREMENT DEVICES
Measurement devices currently available for application of the
Theory of Work Adjustment include the following, all of which
(with the exception of the first mentioned) were developed by
the WAP (Dawis, in Cull and Hardy, 1973; Gay et al., 1971):
the U.s. Department of Labour's General Aptitude Test Battery
(GATB) and Occupational Aptitude Patterns (OAPs): measuring
individuals" vocationally relevant needs;
the Minnesota Satisfaction Questionnaire (MSQ), measuring the
satisfaction of individuals' needs through work;
the Minnesota Job Description Questionnaire (MJDQ), measuring
the reinforcers available in specific jobs (work environments)
and the levels at which they exist. Using the MJDQ, Occupa=
tional Reinforcer Patterns (ORPs) have been developed for
148 jobs; and
the Minnesota Satisfactoriness Scales (MSS), measuring how
satisfactorily individuals perform on their jobs (in speci=
fic work environments).
***
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APPENDIX C
THE MINNESOTA JOB DESCRIPTION QUESTIONNAIRE (MJDQ)
The MJDQ comes in two forms - Form E for employees and Form S
for supervisors. The forms are the same except for the diffe=
rent orientation to rating the job required by supervisors (or
other "experts") and employees. Form E also includes the
short-form of the MSQ.
Description:
The MJDQ is a measure of an individual's perception of the
reinforcer characteristics of an occupation on the same dimen=
sions measured by the MIQ. It is thus designed for the rating
of the reinforcer (need-satisfier) characteristics of jobs.
In typical applications of the MJDQ, a group of raters (e.g.
supervisors, employees, job analysts) are asked to rate a speci=
fic job. Composite scaling of the MJDQ's completed by all
raters is called an Occupational Reinforcer Pattern (ORP). The
latter is thus the pattern of rated reinforcers or need-satis=
fiers on a given job by a group of raters (supp.lement to Borgen,
Weiss, Tinsley, Dawis and Lofquist, 1968).
This rating instrument uses combinations of twenty-one statements
describing the reinforcer characteristics of work environments.
These statements were derived from the MIQ and are worded so
that the rater considers how well the statements describe a par=
ticular job (Rosen, Hendel, Weiss, Dawis and Lofquist, 1972).
The MJDQ thus contains 21 ranking blocks, each containing five
statements. Each of the 21 statements appear in five ranking
blocks, but each time with a different set of four other items
(Borgen et al., 1968).
The twenty-one statements used in the MJDQ and their correspond=
ing scale names are the following (Rosen et al., 1972):
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Scale Item
tices .
Autonomy ••••..•..••.•••..
Co-workers .
Moral values ..•••...••.••
make use of their abilities
get a feeling of accomplishment
are busy all the time
have opportunities for advancement
tell other workers what to do
have a company which administers
its policies fairly
are paid well in comparison with
other workers
have co-workers who are easy to
make friends with
tryout their own ideas
do their work alone
do work without feeling that
it is morally wrong
receive recognition for the work
they do
make decisions on their own
have steady employment.
have work where they do things
for other people
have the position of "somebody"
in the community
have bosses who back up th~ir
men (with top management)
have bosses who train their men
well
have something different to do
every day
have good working conditions
plan their work with little
supervision.
.............
Achievement ••.•.....••.•.
Acti vi ty .
Advancement .••.•..•.•.•••
Recognition •••••..•••.•..
Ability utilization
Authori ty .
Company policies and prac=
Compensation
Creativi ty .
Responsibility ••••••..•••
Security ................•
Supervision-Human Relations
Independence
Social status •••.••.••..•
Social service ••.•••.••••
Supervision-technical
Variety
Working conditions .••••••
8.
1.
2.
3.
4.
5.
6.
7.
12.
16.
9.
10.
11.
17.
13.
14.
15.
18.
19.
20.
21.
The first twenty scales listed are parallel to those used in the
MIQ and the MSQ. The Autonomy scale was added because of ranking
design requirements (for detail: see Borgen et al., 1968:
pp.10-11).
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Respondents are asked to consider each group of five state=
ments individually and to rank the five in terms of how well
they describe the job, using the numbers "1" to "5".
The following is an example of how the answers to a group of
statements might look:
Workers on this job •.•
4 get full credit for the wO,rk they do
3 are of service to other people
2 have the chance to get ahead
1 have freedom to use their own judgement
5 do new and original things on their own.
A copy of the MJDQ instruction page and the first page of items
are included in this appendix.
Administration:
The MJDQ is a self-administering instrument. Full instructions
appear on the front page of the questionnaire and are repeated
at the top of each page. There is no time limit.
Scoring (to obtain ORPs):
The basis for scoring data from the MJDQ is found in Thurstone's
Law of Comparative Judgment (Borgen et al., 1968).
However, because the MJDQ is virtually impossible to score by
hand, a computer scoring service is 'available at the Industrial
Relations Center at the University of Minnesota, Minneapolis,
Minnesota, U.S.A.
ORP profiles
The graphic profile shows at a glance the reinforcer pattern
characteristics of the concerned occupation. These profiles
currently available for 148 occupations, have several features
which are designed to help counsellors use ORP information
(Rosen et al., 1972).
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To illustrate these features, a sample profile, the ORP for
Barber (Rosen et al., 1972: pp.34-35) is reproduced on
page 173.
It is important to notice that the scale for the graphic profile
ranges from -1,5 through 0,0 to +2,5 in intervals of ,50.
On this scale a unit of 1,0 equals one standard deviation.
Positive scale values (above 0,0) indicate reinforcers which
are descriptive of the occupation; negative scale values (be=
low 0,0) indicate reinforcers which are not descriptive of
the occupation and, by implication, whose absence is descrip=
tive of the occupation.
On the profile of Barber, Ability utilization, Achievement,
Creativity, Independence, Recognition, Responsibility, Security,
Social service and Working conditions are reinforcers descrip=
tive of the occupation, while Authority and Activity are re=
inforcers which are not descriptive (and thus their absence is
descriptive).
The graphic profiles indicate which reinforcers are highly de=
scriptive of the occupation. Reinforcers which are highly de=
scriptive (in either a positive or negative sense) are indi=
cated by the symbol X; reinforcers which are moderately
descriptive are indicated by the symbol 0.
In the illustrated profile (that of Barber), highly and mode=
rately descriptive reinforcers are shown on the profile for
both positive and negative scale values.
For Barbers, Ability utilization is a highly descriptive re=
inforcer, with a positive scale value, whereas Authority is
a highly descriptive reinforcer with a negative scale value.
This can be interpreted as meaning that an important work cha=
racteristic for Barbers is "to make use of their individual
abilities" (Ability utilization) and that it would be quite un=
likely for a Barber to be in a position to "tell other workers
what to do" (Authority).
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As is the case with the above, moderately descriptive charac=
teristics can also be either positive or negative. As indica=
ted in the sample profile, Achievement, Creativity, Indepen=
dence, Recognition, Responsibility, Security and Social Ser=
vice are moderately descriptive in the positive sense, whereas
Activity and Variety are moderately descriptive in the negative
sense.
The remaining reinforcers are neither highly nor moderately de=
scriptive of the work environment of Barbers and are thus less
likely to have important effects on the job satisfaction of
individuals employed as Barbers.
Similarities among profiles:
For each of the 148 occupations (Borgen, Weiss, Tinsley, Dawis
and Lofquist, 1972r Rosen et al., 1972) reference is made to
occupations which have similar ORP profiles, i.e. occupations
which have similar high and low scale values.
This feature enables the counsellor to identify occupations
with ORPs similar to that of any particular occupation.
Continuing research at the WAP is currently extending this range
of 148 occupations.
Clusters:
Occupations with similar ORPs form a cluster (it is important
to notice that these occupations are similar in terms of rein=
forcers, but not necessarily in terms of ability requirements).
Occupations in the same cluster share the same descriptive re=
inforcers. In other words, clusters are simply groups of oc=
cupations which have work environments which are similar in
terms of their reinforcers (Rosen et al., 1972).
ORP profiles for each of twelve clusters of occupations (these
clusters include all 148 occupations for which ORPs are cur=
rently available) are available, these being:
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Cluster I . Social Service - Security.
Cluster II Security
Cluster III . Security - Working conditions.
Cluster IV . Security - Working conditions - Achievement.
Cluster V . Security - Social Service.
Cluster VI Security - Achievement
Cluster VII Achievement
Cluster VIII . Achievement - Compensation.
Cluster IX Achievement - Security
Cluster X Achievement - Autonomy - Security
Cluster XI Achievement - Autonomy - Social Service
Cluster XII . Achievement - Autonomy - Social Service -.
Recognition - Variety
Reliability of ORPs:
The reliability of each ORP was determined by correlating the
profiles developed from the split-half subgroups of supervisors
for each occupation.
These reliability correlations ranged from 0,78 to 0,98 with
a median of 0,91 for samples ranging in size from 11 to 48
supervisors.
These results, compared with a median between-occupation corre=
lation of 0,55 indicated that relatively small samples of super=
visors, used to develop ORPs, yielded results generally repre=
sentative of larger groups (Borgen et al., 1968).
Validity of ORPs:
Evidence for the validity of ORPs was derived from two analyses.
Mean scale scores for each of 81 occupational groups on each of
the MJDQ scales were compared, using one-way analysis of va=
riance (a scale score is the number of votes given by each super=
visor for each MJDQ scale).
Results of this analysis indicated that occupational differences
in mean scale scores were highly significant for all the MJDQ
scales.
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Rank-ordering of scale score means on each scale revealed a
pattern of means consistent with the expectation that super=
visors were responding meaningfully to the item content of the
MJDQ. Mean scale score rank-orders were also consistent with
expectations, concerning the comparative reinforcement values
for occupations.
Results of the cluster analysis of the 81: profiles were also
interpreted as evidence for the validity of MJDQ rankings .•
This analysis was concerned with the similarities and differen=
ces among the total profiles for the 81 occupations. This
analysis yielded nine clusters, accounting for 59 of the 81
jobs. Differences among the mean scale scores for the clusters
were highly significant (Borgen et al., 1968).
Vocational Counselling Use of ORP information:
The ORP profiles can be used by counsellors in several ways
(Rosen et al., 1972).
Firstl~,they provide a visual method of matching counsellee
needs with the reinforcers present in various work environments.
Counsellee needs (preference for certain work environment re=
inforcers) are measured on the MIQ.
Secondly, if information about the specific vocational needs
of a counsellee is lacking in a particular counselling case
(e.g. the counsellor has not administered the MIQ) , ORP pro=
files may still be useful as a source of occupational informa=
tion.
In addition to other information, such as a counsellee's score
on the GATB and the associated OAPs, the counsellee and his
counsellor might arrive at a vocational objective.
Thirdly, if the counsellor knows of previous occupations in a
client's work history in which he has been satisfied, occupa=
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tions with similar ORPs can be found by referring to the profile
and accompanying data.
To summarize, the ORPs, presented as graphic profiles, descrip=
tive statements or scale values, can be used by counsellors
and counsellees either jointly or individually as a source of
information to provide direction in vocational counselling and
to provide a meaningful basis for the discussion of occupational
reinforcers and potential employment satisfaction for counsellees.
(Permission was obtained to have the information contained in
this appendix extracted from Borgen et al., 1968 and Rosen
et al., 1972).
***
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minnesota
job description questionnaire
CO~FIDEl':TIAL
For Research Purposes Only
vocational psychology research
university of minnesota
Form E
Code ~umber
\
.!-.
\ \ \
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Please rallk the {ice statements in each group on the basis of how well t11ey
describe tire job leritten on tlte third page. Write a ''1'' by tlte stntement
u'hich best describes the job; luite a "2" by the statement u'hich provides
tlte next best description; continue ranking all {icc statements, using a "5"
for the statement u'1lich describes the job least well.
Workers on this job .•.
____ .are busy all the time.
___ ....•have work where they do things for other people.
____ t,ry out their own ideas.
_---.are paid well in comparison with other workers.
____ h.ave opportunities for advancement.
Workers on this job ...
___ -<havework where they do things for other people.
____ hc:ve something different to do every day.
___ ,get a feeling of accomplishment.
____ have bosses who train their men welL
____ have a company which administers its policies fairly.
Workers on this job ...
____ do work without feeling that it is morally wrong.
_.--have bosses who back up their men (with top management).
____ have something different to do every day.
____ make use of their individual abilities.
_. are busy all the time.
Workers on this job ...
____ ,have a company which administers its policies fairly.
____ t,ryout their own ideas.
____ ,make use of their individual abilities.
____ h,ave co-workers who are easy to make friends with.
____ .have the position of "somebody" in the community.
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APPENDIX D
THE MINNESOTA SATISFACTION QUESTIONNAIRE (MSO)
The MSQ comes in two forms, a twenty-scale long form (1963 and
1967 revisions) and a three-scale short form.
This questionnaire makes it possible to obtain a more indivi=
dualized picture of worker satisfaction than was possible using
gross or more general measures of satisfaction with the job as
a whole.
This individualized measurement is useful because two individuals
may express the same amount of general satisfaction with their
work, but for entirely different reasons (Weiss,Dawis, England
and Lofquist, 1967).
Description:
The long-form MSQ consists of 100 items, each one referring
to a reinforcer in the work environment.
The respondent indicates
cer in his present job.
ed for each item:
how satisfied he is with the reinfor=
Five response alternatives are present=
not satisfied
only slightly satisfied
satisfied
very satisfied
extremely satisfied
Each long-form MSQ scale consists of five items •. The items
appear in blocks of 20 with items constituting a given scale
appearing at 20-item intervals.
Following is a list of the MSQ scales (in alphabetical order):
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Scale Item
1. Ability utilization the chance to do something
that makes use of my abilities
2. Achievement ••.•.•••••••••
3. Activity .
4. Advancement ...•••••.••.••
5. Authori ty •.•..•.••.•••.•.
6. Company policies and prac=
tices .
the feeling of accomplishment
I get from the job
being able to keep busy all the
time
the chances for advancement on
this job
the chance to tell other people
what to do
the way company policies are
put into practice
7. Compensation my pay and the amount of work
I do
8. Co-workers .
9. Creativity ...•.••••••.•••
the way my co-workers get along
with each other
the chance to try my own methods
of doing the job
10.
11.
Independence
Moral values
chance to work alone on the job
being able to do things that do
not go against my conscience
12. Recognition •.•.••••••••.. the praise I get for doing a good
job
13.
14.
15.
Responsibility
Security
Social service
the freedom to use my own judg=
ment
the way my job provides for steady
employment
the change to do things for
other people
16. Social status ••..••••••.. the chance to be "somebody" in
the community
17. Supervision-Human Relations the way my boss handles his men
18. Supervision-technical the competence of my supervisor
in making decisions
19. Variety the chance to do different
things from time to time
20. Working conditions .••..•. the working conditions
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A copy of the long-form MSQ (1967 revision) instruction page
and the first page of items appear in this appendix.
Administration:
Both forms of the MSQ are self-administering. Directions for
the respondent appear on the first page of the questionnaire.
Item rating instructions are repeated at the top of each page.
There is no time limit for the MSQ. However, experience with
the long-form MSQ indicates that the average employee can com=
plete the questionnaire in from 15 to 20 minutes.
Scoring:
The MSQ can either be hand-scored or computer~scored. Special
hand-scoring forms are available.
Response choices for both forms of the MSQ are weighted in the
following manner:
Response Choice Scoring Weight
Sati s f ied .
Very satisfied .
Extremely satisfied .•.•.••.•••••.•.••••.•.•.
Only slightly satisfied .•••••••..•..••.••••.
1
2
3
4
5
...............................Not satisfied
Thus responses are scored 111" through "5" proceeding from left
to right in the answer spaces. Scale scores are determined by
totalling the weights for the responses chosen for the items
in each scale.
Reliability:
a) Internal consistency:
Data on the internal consistency reliability (supplied in the
manual) of the long-form MSQ as estimated by Hoyt's analysis-
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of-variance method, indicates that these Hoyt reliability coef=
ficients for the MSQ scales range from a high 0,97 on Ability
utilization (for both stenographers and typists) and on Working
condition (for Social workers) to a low of 0,59 on Variety
(for buyers).
The median Hoyt reliability coefficients range from 0,93 for
Advancement and Recognition to 0,78 for Responsibility.
Of the 567 Hoyt reliability coefficients reported in the manual
(27 normative groups with 21 scales each) 83 percent were 0,83
or higher and only 2,5 percent were lower that 0,70.
This suggests that in general the MSQ scales have adequate in=
ternal consistency reliabilities.
b) Stability:
Data on the stability of the scores on the 20 MSQ scales was
obtained for two time intervals - one week and one year.
For a one-week interval stability coefficients ranged from
0,66 for Co-workers to 0,91 for Working conditions. Median
coefficient was 0,83.
Test-retest correlations for a one-year interval ranged from
0,35 for Independence to 0,71 for Ability utilization. Median
stability coefficient for the 20 scales was 0,61.
In both cases the General Satisfaction Scale (which constitutes
the twenty-first scale) was excluded.
Canonical correlation analysis of the test-retest data yielded
maximum coefficients of 0,97 over the one-week interval and
0,89 over the one-year interval.
Validity:
a) Construct validity
Much of the evidence supporting construct validity for the
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MSQ is derived indirectly from construct validation studies
of the MIQ, based on the Theory of Work Adjustment.
Analyses of the data yielded by such studies have shown good
evidence of construct validity for the Ability utilization,
Advancement and Variety scales of the MIQ and therefore in=
directly for the same scales of the MSQ.
Some evidence of construct validity was also observed for se=
veral other scales. Results from studies reported in Monograph
XIX indicate that the MSQ measures satisfaction in accordance
with expectations from the Theory of Work Adjustment.
b) Concurrent validity
Evidence for the concurrent validity of the MSQ is derived from
the study of group differences in satisfaction, especially oc=
cupational differences in satisfaction.
Data for 25 occupational groups was analysed by one-way analysis
of variance (to test differences in level of expressed satis=
faction) and by Bartlett's test of homogeneity of variance (to
test differences in group variabilities).
Results indicated that group differences (among the 25 occupa=
tional groups) were statistically significant at the 0,001
level for both means and variances on all 21 MSQ scales.
This indicates that the MSQ can differentiate among occupational
groups.
c) Content validity:
Factor analytic results may be used to support the content va=
lidity of the MSQ.
Intercorrelations of the 21 MSQ scales were computed for 14 norm
groups, each group consisting of at least 100 individuals.
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The intercorrelation matrices were factor analyzed utilizing a
principal factors solution, with squared multiple correlations
in the diagonal, the Kaiser criterion for number of factors
to extract and rotation to a varimax solution.
The results of the factor analyses in general indicate that
about half of the common MSQ scale score variance can be repre=
sented by an extrinsic satisfaction factor, defined by the two
supervision scales, Company policies and practices, Working
conditions, Advancement, Compensation and Security.
The remaining scales define one or more intrinsic satisfaction
factors, accounting for the other half of the common variance.
These results also indicate that the factor structure of satis=
faction varies among occupational groups.
Vocational Counselling Use of the MSQ:
This measure of job satisfaction provides one concrete quality
outcome measure against which the effectiveness of counsellors
and/or specific counselling techniques can be evaluated.
It also enables the individual counsellor to gauge his effecti=
veness in assisting clients to find jobs, which take account
of their individual needs.
In addition, data from systematic follow-up of client satisfac=
tion, and the normative data supplied in the manual, should
help counsellors to learn a great deal about the different re=
inforcers present in the large variety of jobs that exist.
This additional knowledge should facilitate the development of
vocational plans that will enhance both client satisfaction and
client tenure on the job (Weiss et al., 1967).
(Permission was obtained to have the information contained ,in
this appendix extracted from Weiss et al., 1967).
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minnesota
satisfaction questionnaire
1967 Revision
Vocational Psychology Research
UNIVERSITY OF MINNESOTA
@ Copyright, 1967
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Ask yourself: How satisfied am I with this aspect of my job?
1 means I am not satisfied (this aspect of my job is much poorer than I would like it to be).
2 means I am only slightly satisfied (this aspect of my job is not quite what I would like it to be).
3 means I am satisfied (this aspect of my job is what I would like it to be).
4 means I am very satisfied (this aspect of my job is even better than I expected it to be).
5 means I am extremely satisfied (this aspect of my job is much better than I hoped it could be).
On my present job, this is how I leel about •••
1. The chance to be of service to others............ . 1
2. The chance to tryout some of my own ideas...... 1
3. Being able to do the job without feeling it is morally wrong. 1
4. The chance to work by myself. . 1
5. The variety in my work. . 1
6. The chance to have other workers look to me for direction. 1
7. The chance to do the kind of work that I do best. 1
8. The social position in the community that goes with the job.... 1
9. The policies and practices toward employees of this company .. ' 1
10. The way my supervisor and I understand each other. 1
11. My job security. .. .. . 1
12. The amount of pay for the work I do. 1
13. The working conditions (heating, lighting, ventilation, etc.) on this job. 1
14. The opportunities for advancement on this job. 1
15. The technical "know-how" of my supervisor. 1
16. The spirit of cooperation among my co-workers. 1
17. The chance to be responsible for planning my work. 1
18. The way I am noticed when I do a good job.. . 1
19. Being able to see the results of the work I do. 1
20. The chance to be active much of the time. 1
21. The chance to be of service to people. 1
22. The chance to do new and original things on my own. ... 1
23. Being able to do things that don't go against my religious beliefs. _. 1
24. The chance to work alone on the job. 1
25. The chance to do different things from time to time. . . 1
For each statement
circle a number •.
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3.
2 3
2 3
2 3
4
4
4
4
4
4
4
4
4
4.
4
4
4
4
4
4
4
4
4
4
4
4
4
4
4
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
5
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APPENDIX E
THE MINNESOTA IMPORTANCE QUESTIONNAIRE (MIQ)
The MIQ was developed within the framework of the Theory of
Work Adjustment and has since its initial publication in 1964
undergone several revisions and changes. For the use of this
study, the 1967 revision was used.
Description:
The 1967 revision of the MIQ is a 210-item pair-comparison in=
strument, designed to measure twenty vocationally-relevant need
dimensions (Gay, Weiss, Hendel, Dawis and Lofquist, 1971).
These need dimensions refer to specific reinforcing conditions
which have been found to be important to job satisfaction.
The statement representing each dimension was chosen from ana=
lyses of an earlier Likert form of the MIQ (also see Weiss,
in Zytowski, 1973) as that statement which best represents the
scale.
The statements used to represent each of the twenty vocational
needs in the 1967 revision are as follow:
1.
Scale
Ability utilization
Item
I could do something that makes
use of my abilities
2. Achievement •••.••..•.••.
3. Activity .
the job could give me a feeling
of accomplishment
I could be busy all the time
Advancement4.
5. Authority
.............
...............
the job would provide an oppor=
tunity for advancement
I could tell people what to do
6. Company policies and prac= the company would administer
tices ..•....•..•.•.•.... its policies fairly
7. Compensation •.••...••.••• my pay would compare well with
that of other workers
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8. Co-workers .••••••.••••.•
9. Creativity •••.••••••••••
my co-workers would be easy to
make friends with
I could tryout some of my own
ideas
10.
11.
Independence
Moral values •••••••• e.- •
I could work alone on the job
I could do the work without
feeling it is morally wrong
12. Recognition ••••••••••••
13. Responsibility .••••••••
I could get recognition for the
work I do
I could make decisions on my own
Social service
14.
15.
Security ...............
.........
the job would provide for steady
employment
I could do things for other
people
16. Social status .••.•.••.•
17. Supervision-Human Rela=
tions .
18. Supervision-technical .•
I could be "somebody" in the
community
my boss would back up his men
(with top management)
my boss would train his men well
19. Variety ................ I could do something different
every day
20. Working conditions .•••. the job would have good working
conditions.
Each of the twenty statements listed above is paired with every
other statement, thus yielding 190 pairs, each pair constituting
an item.
Order of presentation of statements for each pair is random.
The items are sequenced so that the same statement does not
appear in two consecutive items.
For these 190 items the individual is asked to choose the state=
ment of the pair which represents the most important characte=
ristic of his ideal job.
For items 191-210 the individual is asked to indicate whether
or not each of the twenty need dimensions is important or
not important in his ideal job.
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Thus, for the first 190 items the individual is asked to make
comparative judgments, but for the last twenty items he/she
is asked to make absolute judgments.
The MIQ items are presented in a re-usable booklet. The indivi=
dual records his responses on a separate answer sheet.
A copy of the MIQ instruction page and the first page of items
are contained in this appendix.
Administration:
The MIQ is a self-administering paper-and-pencil instrument,
which takes about 30-40 minutes to complete. All necessary in=
structions appear in the booklet.
Scoring:
The MIQ can either be hand-scored or computer-scored. In the
case of hand-scoring, the basic scoring of the MIQ includes
computation of adjusted scale values for the twenty vocational
need scales and a total circular triads (TCT) score. In addi=
tion, error bands are computed around the individually adjusted
scale values.
Because of the fact that hand-scoring of the MIQ is likely to
result in many clerical errors, resulting from the complexities
of the calculations involved, the WAP has developed a computer
scoring service for the MIQ, which provides a three-page computer-
printed report for each individual.
Interpretation:
In the interpretation of the MIQ, the following summary might
be useful to the user:
1. The MIQ is a self-report instrument and therefore its validity
depends to a significant extent on the full cooperation of
the responding indiv~dual.
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2. In the MIQ the individual reports this vocational needs,
that is, his preferences for occupational reinforcers.
The structure (format and scoring system) of the MIQ is
designed to facilitate the meaningful reporting of such
preferences.
3. The adjusted scale values indicate the level of importance
of the individual's reinforcer preferences, with reference
to his own zero point (no preference one way or the other).
An adjusted scale value of 1,5 or higher indicates a re=
inforcer of high importance to the individual, whereas a
value of 1,0 to 1,5 indicates a reinforcer of moderate
importance, a value of 0,0 to 0,3 is of low importance and
a value below 0,0 is of very low importance.
4. A circular triad score (TCT) of 255 or higher indicates an
invalid MIQ profile, that may be due to true random respond=
ing or to pseudo-random responding. In the latter case
the computer report will show the stimulus circular triad
score, which indicates those scales (statements about re=
inforcers) ,that _cause trouble or difficulty for the indi=
vidual.
Reliability:
The reliability of the MIQ can be evaluated in three ways:
1) the internal consistency of the sca~esi
2) the stability of MIQ scale scores over time; and
3) the stability of MIQ profiles over time.
These three types of reliability can be studied separately,
but their interrelationships are also meaningful. Reliabi=
lity data on the 1967 MIQ supports the conclusion that it is
reliable enough to be useful to the vocational counsellor.
1) Scale Internal Consistency:
Scale internal consistency was investigated by calculating the
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Hoyt reliability coefficient for each MIQ scale for each of nine
different subject groups, used by Hendel and Weiss (1970, in
Gay et al., 1971).
The median scale Hoyt reliability coefficients for the nine
groups ranged from 0,77 to 0,81. The lowest reported single
scale reliability for any group was 0,30 and the highest (found
in three groups) was 0,95.
This indicates that the individual scales have sufficient in=
ternal consistency reliability to meet usually accepted standards.
2) Stability of MIQ Scale Scores:
Hendel and Weiss also investigated the stability of MIQ scale
scores for different test-retest intervals, ranging from an
immediate retesting for one group to a ten-month retest for
another group.
The median scale stability coefficients ranged from 0,48 for a
six-month interval to 0,89 for immediate retesting. The lowest
reported scale stability coefficient was 0,19 (for a nine-month
interval) and the highest was 0,93 (in immediate retest). The
range of scale stability coefficients for the longest interval
studied (ten months) was from 0,46 to 0,79 with a median of 0,53.
3) Stability of MIQ Profiles
From a counselling point of view, the stability of score profiles
is at least as important as that of scale scores.
Hendel and Weiss (1970, Gay et al., 1971) found the median
stability coefficients ranging from 0,95 (for immediate retest)
to 0,7~ (for the four-month retest interval group).
The lowest profile stability coefficient reported for one in=
dividual was -0,44 (in the six-month retest group) and the
highest 0,98 (in the one-week and two-week interval groups).
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For the ten-month retest interval (the longest interval stu=
died) profile stability correlations ranged from 0,58 to 0,97
with a median of 0,87.
These results indicate that for most people MIQ profiles are
relatively stable over periods approaching one year. The
data also shows that MIQ profiles are more stable than MIQ
scale scores, suggesting that profile analysis is a more useful
basis for interpretation than the analysis of scale scores.
Validity:
Evidence of the validity of the 1967 MIQ is provided in a number
of ways. These are grouped into three sections to facilitate
presentation.
a) Structural Evidence of Validity:
The manner in which an instrument is constructed and its re=
suIting properties provide some evidence for its validity.
In this respect, the reliability of the instrument is one es=
sential and necessary (though not sufficient) condition for its
validity. As already described, the MIQ thus adequately meets
this criterion.
The discriminant validity of the MIQ scales is another desired
structural property, which is reflected in the scale intercor=
relations and the factor structure of the MIQ scales.
Discriminant validity for the MIQ is also shown in research done
by Weiss, Dawis and England (1966, in Gay et al., 1971).
Evidence of convergent validity for the MIQ is provided by the
findings of Thorndike, Weiss and Dawis (1968, in Gay et al.,
1971). Using the 1965 form of the MIQ, they report canonical
correlations of 0,78 and 0,74 with the Strong Vocational Inte=
rest Blank (SVIB) for groups of college students and Division
of Vocational Rehabilitation applicants respectively.
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b) Evidence from Earlier Forms:
This evidence is of two types - group differences and confir=
mati on of hypotheses from the Theory of Work Adjustment.
Strictly speaking, however, this evidence does not concern the
1967 MIQ and will subsequently not be discussed. For further
detail see Gay et al. (1971: pp. 47-48) •
c) Validity Evidence for the 1967 Form:
Validity evidence for the 1967 MIQ follows much the same pat= .
tern as that for earlier forms, i.e., validation by way of group
differences and tests of hypotheses from the Theory of Work
Adjustment.
Presently, only validity of the concurrent type is available.
Due to the newness of the instrument, predictive studies have
not yet been completed. However, data are available on nine
different groups. Further detail can be found in Gay et ale
(1971: pp.49-55).
Vocational Counselling Use of the MIQ:
The major use of the MIQ in vocational counselling is to measure
the vocational needs of the counsellee.
As a measure of vocational needs, the MIQ's main usefulness lies
in vocational planning. With the MIQ, the vocational counsel=
lor can help the counsellee look at jobs in terms of the cor=
respondence of the jobs' reinforcer systems and his (the coun=
sellee's) vocational needs.
The computer report for the MIQ will help in accomplishing the
above mentioned and also aid the counsellor in helping the
client to decide on the occupation(s) in which he would most
likely be both satisfied and satisfactory.
The MIQ can also be used by the vocational counsellor to prepare
for the counselling relationship. For example, the high scale
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values on the MIQ indicate which reinforcers might be effective
in the counselling situation.
High scores on Responsibility, Creativity and Authority might
indicate a counsellee who prefers doing things on his own and
making his own decisions. Another example would be high scores
on Activity, Independence and Variety, indicating a counsellee
who is relatively impatient, who might want immediate action.
Thus the counsellor could utilize the MIQ-inferred reinforcers
to influence the counselling process.
In the case of a disabled counsellee, the MIQ could be used to
assess the impact of the disability, thereby showing the changes
in the counsellee's vocational needs since the onset of the
disability.
Pre-disability needs might be inferred from the ORPs of satis=
fying jobs previously held by the counsellee. Comparison of
pre- and post-disability needs might provide useful insights in=
to the impact of becoming disabled, also aiding the counsellor
in vocational planning with the counsellee.
Finally, the MIQ can be used to help a client plan effective
and satisfying use of his non-work time. This can be especial=
ly helpful when the nature of the client's disability limits his
choice of jobs which are not satisfying for him.
Non-work acitivities can bhen be chosen which would provide
him with satisfaction for those needs which are not satisfied
at work. The latter can of course also be applied to non-dis=
abled counsellees (Gay et al., 1971).
(Permission was obtained to have the information contained in
this appendix extracted from Gay et al., 1971).
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Do not write on this booklet
minnesota importance questionnaire
1975 Edition
paired form
Vocational Psychology Research
UNIVERSITY OF MINNESOTA
@ Copyright, 1975
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Page 1
Ask yourself: Which is more important to me in my ideal job?
a. I could be busy all the time.
1. OR
b. The job would provide an opportunity for advancement.
a. I could tryout some of my own ideas.
2. OR
b. My co-workers would be easy to make friends with.
a. The job could give me a feeling of accomplishment.
3. OR
b. I could do something that makes use of my abilities.
a. The company would administer its policies fairly.
4. OR
b. I could be busy all the time.
a. I could t~y out some of my own ideas.
5. OR
b. I could be "somebody" in the community.
a. The job would provide an opportunity for advancement.
6. OR
b. My co-workers would be easy to make friends with.
a. I could tell people what to do.
7. OR
b. I could work alone on the job.
a. I could get recognition for the work I do.
8. OR
b. The company would administer its policies fairly.
a. My co-workers would be easy to make friends with.
9. OR
b. The job would provide for steady employment.
a. The job could give me a feeling of accomplishment.
10. OR
b. The job would provide an opportunity for advancement.
a. My boss would train the workers well.
11. OR'
b. I could work alone on the job.
a. I could do the work without feeling that it is morally wrong.
12. OR
b. The job would have good working conditions.
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APPENDrx F
LETTER A: INTRODUCTORY LETTER
c/o Department of Psychology
University of Stellenbosch
STELLENBOSCH
.............................
Dear
For several years now researchers have been studying factors
related to job satisfaction, the interest being what it is
about a job that makes employees happy in their jobs.
In order to learn more about these factors information from the
employees is needed. Eventually this information will be used
by vocational guidance counsellors to help people select occupa=
tions which are most suited to their needs.
For the above mentioned reason you were chosen to participate
in a research project concerning the compilation of information
needed.
You will shortly be receiving more information regarding the
completion of certain questionnaires.
Your assistance and cooperation will be appreciated.
Thanking you in advance.
Yours faithfully
ERROL VAN STADEN
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LETTER B + QUESTIONNAIRE
c/o Department of Psychology
University of Stellenbosch
STELLENBOSCH
Dear
As you know, the problem of choosing an occupation is of major
concern to almost everyone at various stages in life.
My research is an attempt to discover ways of making this choice
easier and more meaningful. With your experience of this job,
your opinions of it are particularly valuable to this research.
Enclosed please find ..•• questionnaire(s), which I hope you will
be able to complete at your earliest convenience. If possible,
could you complete the questionnaire(s) immediately, and return
them by campus mail, using the enclosed envelope?
Your response will be held in complete confidence and will be
used for research purposes only.
Will you please help me so that the results of this study will
be as complete as possible?
Thank you very much.
ERROL VAN STADEN
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SUPPLEMENT TO B + QUESTIONNAIRES
ADDITIONAL INFORMATION
When, in the questionnaire(es), reference is made to the fol=
lowing, the corresponding description should be borne in mind:
1) For the use of this research project all professors are
regarded as supervisors (of employees) and the rest of the
academic personnel as employees (of the University of
Stellenbosch).
2) Bosses refers to supervisors (professors)
Company refers to the University of Stellenbosch
Top management refers to the University Council
Men refers to employees.
3) This research project is done in collaboration with the
Vocational Psychology Research Project at the University
of Minnesota, Minneapolis, U.S.A.
These questionnaires will be returned to Minneapolis for
scoring purposes. Your cooperation in the completion of
the questionnaires will thus greatly be appreciated.
***
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lETTER C + D: FOllOW-UP - IF NO RESPONSE
c/o Department of Psychology
University of Stellenbosch
STELLENBOSCH
........................
Dear
I have recently mailed you questionnaires which complete my
study of job characteristics and worker needs. While the
response has been good, I still need YOUR ratings.
If you have not done so already, could you please complete
the questionnaires and return them to me (by campus mail), so
that others may benefit from your experience as a worker in
your job.
Thank you very much for your cooperation.
ERROL VAN STADEN
P.S. If you did not receive the questionnaire(s) or have
lost them, please call me at 021-994107 or contact
Dr. E.M. Nel at the Department of Psychology.
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LETTER E: ACKNOWLEDGEMENT
c/o Department of Psychology
University of Stellenbosch
STELLENBOSCH
.............................
Dear
This is just to thank you for your cooperation in my recent
research project, concerning the job satisfaction and needs
of employees working in your field.
Your assistance is greatly appreciated.
Yours faithfully
ERROL VAN STADEN
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